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PREFACE 
An emerging field of study has been the one involving building a bridge between two 
fields that had not developed a particularly close relationship till very recently: 
organization theory and international management. The 1980s had seen the rise to 
dominance of important new paradigms in both fields. In organizational sociology, 
theory building had increasingly focused on the interactions between organizations 
and their environments. On the other hand, the international business (IE) field had 
witnessed the emergence of new models of the multinational corporation (IVTNC), 
premised on changes in business environments that demanded increasing 
interactions across MNC subunits operating in different national 
environments. The potential for creative interaction between the two fields 
seemed obvious. As an organization operating simultaneously in many diverse 
environments, the MNC (the primary focus of the field of international 
management) would seem to present a promising arena for developing and 
testing organization theories about the relationships between organizations and 
their environments. Yet organization theorists had rarely addressed the 
opportunities or the challenges offered by its study. On the other hand, within 
international business, studies of the MNC tended to draw eclectically rather 
than systematically on organization theory, and to favor older paradigms such 
as contingency theory over the newer approaches. 
The Organizational Analysis of the Multinational Corporation 
From the earliest days of the emergence of IB as a field of research, the theory of the 
MNC was dominated by economics. For economics, the MNC was a critical 
anomaly (which it has not been for organizational theory); in a world of 
efficient markets, a firm would produce in its home country and either sell 
abroad tlirough exports or contract out its proprietary know-how to firms in 
other countries, for an appropriate fee. Explaining why MNCs existed was a 
fundamental theoretical challenge for economists, and there-fore, 
understandably, an economics-based paradigm drove the earliest and the most 
voluminous stream of theoretical work on the MTvfC. In this paradigm, firms 
extend their organizational boundaries across national borders in order to 
exploit firm-specific advantages for which there are imperfect markets 
(Buckley and Casson 1976; Dunning 1977, 1993; Rugman 1981; Caves 1982). 
The work of the 1970s saw the parent organization as the generator of those 
advantages, which were exploited through overseas subsidiaries. Subsequent 
work suggested, however, that the firm specific advantages of the parent that 
gave rise to the initial expansion across borders may well erode over time and 
be replaced by emergent advantages derived from the multinational network 
itself (Kogut 1983; Dunning 1993). 
The more organizationally oriented research on the MNC that emerged in the 
late 1960s and early 1970s drew primarily on contingency theory, which was 
then the dominant OT paradigm in business schools. Early work (e.g. Stopford 
and Wells 1972) focused primarily on developing a typology of MNC 
structures and entry modes, and on the problems of maintaining headquarters 
control over national subsidiaries (e.g. Doz and Prahalad 1981). By the mid-
1980s, the focus had shifted to the changing strategy and organization of 
MNCs in the face of increasingly global com petition-that is, of growing 
interaction and interdependence across markets. Not surprisingly, contingency 
theory remained a conceptual anchor of the development of these models: as 
Christopher Bartlett (1986) noted, the conceptual framework for this approach, 
developed at the Harvard Business School, was strongly influenced by the 
concepts of differentiation and integration of Lawrence and Lorsch. 
The strategy and structure of MNCs were portrayed as a response to two major 
environmental factors. The first included a number of the "forces for global 
integration," including growing homogenization of markets and market 
segments across societies; the geographic dispersion of lead users; and the 
growing parity in technology among countries. The second category, "forces 
for national differentiation," included state intervention to maintain a local 
presence in certain industries, distinctive tastes and preferences, and 
distinctive marketing and distribution systems.' The two forces were seen as 
orthogonal: in a growing number of industries, firms were seen as subject to 
simultaneously increasing environmental pressures for global integration and 
responsiveness to local conditions. 
In keeping with the strategy-structure tradition, the scholars woricing in this 
area quickly moved to identify the organizational structures associated with 
these strategies. By the mid-1980s, an increasingly widely used typology 
distinguished two kinds of MNCs. First were multi-domestic MNCs, whose 
organization had developed in environments with strong forces for local 
responsiveness, in which national subsidiaries focused on their local markets, 
carried out production and marketing activities locally, and had a significant 
measure of autonomy from headquarters. This model contrasted with "global" 
NfNCs, which developed in industries where forces for local responsiveness 
Were weak and force for global integration strong, and which concentrated 
their production and administrative activities in one location (usually the home 
country in order to reap the cost and control advantages of economies of scale 
(Bartleti; 1981,1986). In the early 1980s, leading figures in the strategy field 
portrayed firm with a "global" strategy in this sense as the exemplars of the 
successful international firms of the future (e.g. Hout, Porter, and Rudden 
1982). 
Increasingly, however, interest centered on those firms that faced simultaneous 
pressures for high levels of global integration and of local responsiveness. The 
vulnerabilities of the global organizational structure had been revealed by the 
volatile exchange rates of the 1980s, which exposed a firm whose production 
was concentrated in one country (especially the Japanese firms that had been 
the exemplars of a global strategy) to unpredictable variation in costs relative 
to revenues. Simultaneously, global firms were facing the challenges of 
dispersing manufacturing activities in order to reduce their political risk and 
exchange rate exposures, and multi-domestic firms were seeking a division of 
labor among their subsidiaries that would enable them to capture greater scale 
economies within their multinational network. In other words, a growing 
number of multinationals seemed to be trying to move toward a model that 
combined elements of the strategies and organizations of both the global and 
the multidomestic. Academic work in this paradigm began to concentrate on 
the organization of this "transnational" (Bartlett 1986; Bartlett and Ghoshal 
1989), the "multifocus" firm (Prahalad and Doz 1987), or the "heterarchical 
organization" (Hediund 1986), as it has been variously dubbed. 
The new MNC was, for these scholars, an organization that differed sub-
stantially from earlier models and that was considerably more difficult to 
manage. The most significant departure from the older models was the 
growing interaction across subunits, as value chains became increasingly dis-
tributed across locations, and as subunits increasingly specialized in a set of 
activities that they performed to regional or global instead of national scale. 
Both the capacity to innovate and the capacity to exploit innovations became 
increasingly dispersed across locations, and technological and organizational 
innovation was no longer the prerogative of the center. The closer interaction 
and linkages among subunits were often accompanied by a much looser array 
of joint ventures and strategic alliances with external partners, at both the 
individual subunit and the corporate levels. 
The purpose of this study has been to identify the practices of human resource 
development professionals in Multinational Shipping Companies. Globalization and 
technological advancement are compelling organizations to evolve new strategic 
directions. Employees are thus required to be ready for accepting new roles and must 
think of employabllity over job security. There are increasing research-based 
evidence to suggest that employees, particularly the knowledge workers, do not 
consider money as the only important reason to work for a company . On the contrary 
they now expect more enriching organizational environment and an alignment of their 
individual values with organizational values. When employees recognize disparity 
between the ideal and operational organizational values and if the gap is too wide it 
erodes their trust and commitment, particularly their effective commitment. 
Values are defined as fundamental beliefs and assumptions that guide individual 
behavior and judgments across situations. Organizationally, values are indicative of 
the most defining characteristics of an institution. These are the beliefs and attitude 
that goes deep inside and constitute a collective understanding regarding norms and 
standards of behavior acceptable in the organization. In that sense values are 
considered as the essential component of organizational culture. According to Schein 
(1985) corporate values are collective beliefs about what the entire enterprise stands 
for, takes pride In and holds of Intrinsic worth. 
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Human resource development (HRD) is significant witliin the scope of this study, and 
thus it assists in the intentional cultivation of enterprises and their employees, the 
organization of objective-driven personnel selection, personnel placement and work 
with employees involved in the organization's strategic and human resource 
development plans. Human resource development plays a very important role in 
human resource management. Certain differences exist in how this is approached. 
Human resource development is not only a theoretical issue. Today, it is also topical 
for developing organizations, which, at their current stage of growth, have felt that it 
is necessary to establish a permanent human resource development system. The 
globalization process is relevant for human resource management because it means 
remarkably increased competition. Hence, now, the control of globalization becomes 
the primary challenge - starting with the use of global labour resources and ending 
with recruiting, training and development and salary formation with a strong focus on 
other EU countries and "knowledgebased economy" employees in the organizations 
of those countries. 
Oven'iew of the Dissertation 
This dissertation is comprised of five chapters. Chapter I provides a broad overview 
of the study that is to be undertaken. This chapter includes the following topics: an 
introduction, statement of the problem, purpose of the study, research questions, 
significance of the study, summary of the methodology, definition of terms, 
delimitation and limitations, and structure of the dissertation. 
Chapter II explores the relevant literature to the study including background 
information and an overview of the discipline of human resource development, and 
summarizes and discusses research studies on HRD concepts and practices across 
cultures and sectors. 
Chapter III documents the important features of the design and methodology 
employed in the present study which includes the research approach, identification of 
population of interest and sample selection, interview question development, and data 
collection and analysis procedures. 
Chapter IV presents the resuUs of the study and the analysis of the data. Hypothesis 
testing is also carried out here.Chapter V illustrates the discussion and sums up the 
findings.The final chapter VI concludes the study and recommends further research 
and work in this field. 
The appendix to the study contains the references and the bibliography, an overview 
of the shipping Industry as well as the questionnaire which was used during the study. 
The purpose of this paper includes an examination of the HRD practices in 
multinational shipping companies through a questionnaire-based data from 
multinational shipping companies. The validated questionnaire deals with the HRD 
practices along different dimensions. The research also studies the differences in 
Human resource development practices among the shipping companies and concludes 
with a discussion on the implications for the companies on implementing appropriate 
HRD practices. A SWOT analysis is also used to identify Strengths and Weaknesses 
and examine Opportunities and Threats to Multinational shipping companies. 
The statistical testing showed that nearly 72% of the survey companies are interested 
in the results of the study. Therefore, the useful knowledge gained from this study 
should be the basis for developing Multinational shipping companies' Organisational 
Performance (Hypothesis) and applying the Model of an Effective Quality 
Managament System or Business Excellance focusing on Human Factors as well 
their effective deployement as well as mobilisation. 
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GLOSSARY OF TERMS 
• Analytical model: An explicit specification of as set of variable and their 
interrelationships designed to represent some real system or process in whole or 
in part. 
• Appropriate technology - These are the modes of production and techniques 
used in conformity to the needs, resources, capabilities, and social and cultural 
mores of the community to be served (Omulando, 1988). 
• Area sampling: A common form of cluster sampling in which the clusters 
consist of geographic areas such as counties, housing tracts, blocks, or other 
area descriptions. 
• Attitude: Predominant mode of thinking & feeling affecting behavior. 
• Bivariate regression: A procedure for deriving a mathematical relationship, in 
the form of an equation, between 
• Culture: "Shared reality that individual and group value and accept as a guide 
for organizing their lives" (Ramsey, 1996, p.9). 
• Career Management (CM): HR function that involves "a alignment of 
individual career planning and organizational career management processes to 
achieve an optimum match of individual and organizational needs" (McLagan, 
1989). 
• Development: To bring from latent/potential state to an active state. 
• Double sampling: A sampling technique in which certain population elements 
are sampled twice. 
• Education: Systematic transfer of knowledge on some subject and capability of 
using it. 
• Environmental context of the problem: Consists of the factors that have an 
impact on the definition of the marketing research problem, including past 
information and forecasts, resources and constraints of the firm, objectives of 
the decision maker, buyer behavior, legal environment, economic environment, 
and marketing and technological skills of the firm. 
• Graphical models: Analytical models that provide a visual picture of the 
relationships between variables. 
• HRD Function: Any activity related to HRD regardless of whether conducted 
by HRD practitioners or not (Reynolds, 1993). 
• HRD Practitioner: A person who carries out HRD function, though the person's 
job title may be personnel specialist, HR, HRD, or HRD practitioner. 
• HRD Professionals:HRD professionals refers to individuals with job positions 
at any level in the human resource department and who are in charge of human 
resource related tasks in an organization. 
• Human Performance Improvement (HPI); "A systematic process of discovering 
and analyzing important human performance gaps, planning for future 
improvements in human performance, designing and developing cost-effective 
and ethically justifiable interventions to close performance gaps, implementing 
the interventions, and evaluating the financial and nontinantial results" 
(Rothwell. 1996.p. 79). 
• Human Resource Development (HRD): "HRD if a process of developing and 
unleashing human expertise through organization development (OD) and 
xi 
personnel training and development (T &D) for the purpose of improving 
performance (Swanson & Holton, 2001, p.4). 
• Human resource development - HRD is described as a process of widening 
peoples' choices and raising their level of well-being through education and 
training. It involves the expansion of human capabilities and access to 
opportunities in the social, economic, and political arenas (UNDP, Kenya, 
2002). 
• Human Resource Development (HRD): "The integrated use of training and 
development, organization development, and career development to improve 
individual, group, and organizational effectiveness" (Mcl.agan, 1989. p. 6). 
• Human resource management - Okumbe (2001) defined human resource 
management as "a strategic approach to acquiring, developing, managing, and 
gaining the commitment of the organizations' key resource~the people who 
work in it and for it" (p. 3). Waweru (1984) said that management is 
understood to mean the process whereby things are done through others. Human 
resource management concerns the human side ofthe management enterprises 
and employees' relations with their firms. The purpose is to ensure that the 
employees are used in such a way that the employer obtains the greatest 
possible benefit from their abilities, and the employees obtain both material and 
psychological rewards from their work. (Kamunge, 1988, p. 1) 
• Human Resource Management (HRM): The strategic integration of the eight 
areas of HR practice with corporate planning and strategy (Guest, 1990). 
• Human Resources: Refers to "the people employed in an organization" (Gilley 
&Eggland, 1989,pA). 
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• Hypothesis: An unproven statement or proposition about a factor or 
phenomenon that is of interest to the researcher. 
• Implicit alternative: An alternative that is not explicitly expressed. 
• Interaction: When assessing the relationship between two variables, an 
interaction occurs if the effect of XI depends on the level of X2, and vice versa. 
• Intei-val scale: A scale in which the numbers are used to rate objects such that 
numerically equal distances on the scale represent equal distances in the 
characteristic being measured. 
• Knowledge: Range of information on some subject. 
• Legal environment; Regulatory policies and norms within which organizations 
must operate. 
• Learning: "The process of acquiring new knowledge and skills, changing 
behavior or attitudes based on developing new ways of thinking, and inventing 
new approaches" (Rothwell et al., 1999, p. 120). 
Measurement: The assignment of numbers or other symbols to characteristics of 
objects according to certain prespecified rules. 
• Multinational Corporation (MNC) - a large company with plants or other 
direct in one or more foreign countries. It is also called an international 
corporation or a transnational corporation. Typically, the multinationals have 
operated in developing countries, where they provide technology, finance 
capital, and marketing skills in return for a profitable market. But even 
advanced industrial nations may be the scenes of by multinational companies. 
The power that multinationals can exert over foreign governments has been the 
xiii 
target of criticism, but many host countries liave imposed regulations that have 
given them a larger share of profits, jobs, and markets. 
• Multinational corporations can be divided into three broad groups according to 
the configuration of their production facilities: 
- Horizontally integrated multinational corporations manage production 
establishments located in different countries to produce the same or similar 
products, (example: McDonalds) 
- Vertically integrated multinational corporations manage production 
establishment in certain country/countries to produce products that serve as 
input to its production establishments in other country/countries, (example: 
Adidas) 
- Diversified multinational corporations manage production establishments 
located in different countries that are neither horizontally nor vertically 
integrated. (Example: Microsoft). Further they may be segregated into three 
types depending on their origin and/or present ownership namely the 
Government type, the Indian private sector type and the multinational type i.e. 
of foreign origin. 
• Multiple: The strength of the joint effect of two (or more) factors, or the overall 
effect. 
• Nee;d: is a gap between the desired level and actual level. It may be Educational 
Need; Training Need or Development Need. 
XIV 
• Nominal scale: A scale whose numbers serve only as labels or tags for identifying 
and classifying objects with a strict one-to-one correspondence between the 
numbers and the objects. 
• Normal distribution: A basis for classical statistical inference that is bell-shaped 
and symmetrical in appearance. Its measures of central tendency are all 
identical. 
• Objective evidence: Unbiased evidence that is supported by empirical findings. 
• Objectives: Goals of the organization and of the decision maker must be 
considered in order to conduct successful marketing research. 
• Order or position bias: A respondent's tendency to check an alternative merely 
because it occupies a certain position or is listed in a certain order. 
• Ordinal scale: A ranking scale in which numbers are assigned to objects to 
indicate the relative extent to which some characteristic is possessed. Thus it is 
possible to determine whether an object has more or less of a characteristic than 
some other object. 
• Organization Development (OD): "OD if the process of systematically 
unleashing human expertise to implement organizational change for the purpose 
of improving performance" (Swanson & Holton, 2001, p.260). 
• Pilot surveys: Surveys that tend to be less structured than large-scale surveys in 
that they generally contain more open-ended questions and the sample size is 
much smaller. 
• Population: The aggregate of all the elements, sharing some common set of 
characteristics that comprises the universe for the purpose of the marketing 
research problem. 
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• Preceding: In questionnaire design, assigning a code to every conceivable 
response before data collection. 
• Pretesting: The testing of the questionnaire on a small sample of respondents for 
the purpose of improving the questionnaire by identifying and eliminating 
potential problems. 
• Primary Data: Data originated by the researcher specifically to address the 
research problem. 
• Probability sampling: A sampling procedure in which each element of the 
population has a fixed probabilistic change of being selected for the sample. 
• Product moment correlation (r): A statistic summarizing the strength of 
association between two metric variables. 
• Performance: "The achievement of effective outcomes from productive work" 
(Rothwell et al .• 1999, p. 120). 
• Qualitative research: An unstructured, exploratory research methodology based 
on small samples intended to provide insight and understanding of the problem 
setting. 
• Questionnaire: A structured technique for data collection that consists of a 
series of questions, written or verbal, that a respondent answers. 
• Quota sampling: A no probability sampling technique that is a two-stage 
restricted judgmental sampling. 
Research Design: A framework or blueprint for conducting the marketing research 
project. It specifies the details of the procedures necessary for obtaining the 
information needed to structure and/or solve marketing research problems. 
XVI 
• Research questions: Research questions are refined statements of the specific 
components of the problem. 
• Roles: A related set of work activities within a job, which transcends specific 
jobs and has core identity within a discipline or profession (Chalofsky & 
Lincoln, 1983). 
• Roles: A common group of competencies targeted to meet specific expectations 
of a job or function. A role should not be confused with ajob title." "Training 
focuses on identifying, assuring, and helping develop, through planned learning, 
the key competencies that enable individuals to perform their current job" 
(McLagan. 1989. p. 9). 
Secondary Data: Data collected for some purpose other than the problem at hand. 
• Self-reference criterion: The unconscious reference to one's own cultural values 
• Sequential sampling: A probability sampling technique in which the population 
elements are sampled sequentially, data collection and analysis are done at each 
stage and a decision in made as to whether additional population elements 
should be sampled. 
• Significance of the overall effect: A test that some differences exist between 
some of the treatment groups. 
• Simple Random Sampling (SRS): A probability sampling technique in which 
each element in the population has a known and equal probability of selection. 
Every element is selected independently of every other element and sample is 
drawn by a random procedure from a sampling frame. 
• Skill: Expertness in doing some job. It needs practice, in addition to knowledge. 
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• Snowball sampling: A no probability sampling technique in which an initial 
group of respondents is selected randomly. Subsequent respondents are selected 
based on the referrals or information provided by the initial respondents. This 
process may be carried out in waves by obtaining referrals from referrals. 
• Specific components: The second part of the marketing research problem 
definition. The specific components focus on the key aspects of the problem and 
provide clear guidelines on how to proceed further. 
• Standard error: The standard deviation of the sampling distribution of the mean 
or proportion. 
• Statistical inference: The process of generalizing the sample results to the 
population results. 
• Stratified sampling: A probability sampling technique that uses a two-step 
process to partition the population into subpopulations, or strata. Elements are 
selected from each stratum by a random procedure. 
• Structured questions: Quesfions that prespecify the set of response alternatives 
and the response format. A structured question could be multiple choices, 
dichotomous, or a scale. 
• Systematic sampling: A probability sampling technique in which the sample is 
chosen by selecting a random starting point and then picking every itch element 
in succession from the sampling frame. 
• Target population: The collection of elements or objects that possess the 
information sought by the researcher and about which inferences are to be 
made. 
XVIII 
• The first stage consists of developing control categories or quotas of population 
elements. In the second stage, sample elements are selected based on 
convenience or judgment. 
• Theory; A conceptual scheme based on foundational statements, or axioms, that 
are assumed to be true. 
• Training : Training is defined as "the process of providing employees with 
specific knowledge and skills in order to enable them to perform specific tasks" 
(Okumbe 2001, p. 83). It is "the process that enables people to acquire new 
skills and perform tasks differently and better than before. It attempts to teach a 
person how to perform particular activities or a specific job" (Nzuve, 1997. p. 
57). 
• Training: Systematic transfer of relevant knowledge and skills to do a job 
properly. Training is job-oriented and generally deals with current needs. 
• Training and Development (T &D): "Training and development if defined as a 
process of systematically developing work-related knowledge and expertise in 
people for the purpose of improving performance" (Swanson & Holton, 2001, 
p.204). 
• Technology - The modes of production and techniques used in conforming to 
the needs, resources, capabilities, and social and cultural mores of the 
community to be served (Omulando, 1988). 
• Unfoldment: In HRD process it means acquisition of wider knowledge, skills 
and attitudes to assume higher responsibility. Development is person oriented 
and deals with predicted future needs. 
XIX 
• Verbal models: Analytical models that provide a written representation of the 
relationships between variables. 
• Workplace Learning: Learning that occurs in the workplace (Rothwell et al., 
1999) 
• Z value: The number of standard errors a point is away from the mean. 
• Innovation: Any intentional introduction or change of HRD program, policy, 
practice or system designed to influence or adapt employee the skills, 
behaviors, and interactions of employees and have the potential to provide 
both the foundation for strategy formulation and the means of strategy 
implementation that is perceived to be nev/ and creates current capabilities and 
competencies (Som, 2006). 
• Core Competence: A firm's core competencies or skills are its ability to 
perform the activities that underlie the offering of low-cost or differentiated 
products or services to customers. 
• Endowments: are attributes other than skills, such as brand names, patents, 
reputation, geographic location, client relations, and distribution channels, 
which allow a firm to leverage its competencies and get more out of them. 
• Trust is defined as "... willingness to increase one's resource investment in 
another party, based on positive expectation, resulting from past positive mutual 
interactions." (Tzafrir & Dolan 2004; 116). 
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CHAPTER-1 
INTRODUCTION 
Globalization and technological advances drive many of the most profound changes 
in business and organizations today. Marquardt and Engel (1993) had predicted that 
globalization would be the major source of change for organizations and countries in 
the twenty-first century. In the global market, the ability to operate and compete 
globally depends on the quality of human resources (Rothwell, Prescott, & Taylor, 
1998). Human Resource Development (HRD) professionals playa key role in 
developing management and technological capabilities. Therefore, improving the 
ability of HRD practitioners is a key concern for improving the competitiveness of 
organizations and businesses. Globalization and the change it represents are 
challenging "the core values, theories and tools of HRD profession" (Swanson & 
Holton,2001,p.380). 
Chalofsky and Reinhart (1988) point out that the core of the HRD profession is 
comprised of philosophy, beliefs and values, theory and concepts, and roles and 
competencies. There is an urgent need for studies that explore the underlying values 
and assumptions of the HRD profession. A core set of skills and abilities also needs to 
be identified in order to provide guidance on how to put concepts into practice. 
Background of the Topic 
Human resource development is a process of developing and/or unleashing expertise 
through organization development (OD) and personnel training and development for 
the purpose of improving performance (Swanson, 2001). HRD is based on the beliefs 
that organizations are human-made entities that rely on human expertise in order to 
establish and achieve their goals and that HRD professionals are advocates of 
individual and group, work processes and organizational integrity. Several models of 
HRD specify a range of practices which, if pursued, are likely to contribute to human 
capital accumulation on which organization may build its competitive advantages 
(DeGeus, 1997; Currie, 1998; Willis, 1997). These models basically advocate that 
investment in HRD by organizations contribute to organizational and individual 
performances such as high performance (Sandberg, 2000), high quality of individual 
and organizational problem solving (Schroder, 1989), higher organizational 
commitment (lies et al, 1990), and enhanced organizational retention (Robertson et 
al, 1991). Ahmad and Raida (2003) examined the association between training and 
organizational commitment among white collar workers in Malaysia and they 
reported that the availability and support for training, training environment etc. 
positively contributed to overall commitment scores. 
HRD function is different from personnel/HRM functions. Rao (1991) outlines the 
following roles of an HRD manager: 
• Developing enabling capabilities in individuals and the system. 
• Integrating the development of the people with organizational development. 
• Maximizing the learning opportunities of individuals in organizations through 
various mechanisms, autonomy and responsibility. 
• Decentralization, delegation and shared responsibility. 
• Balancing change and adaptation. 
• Building feedback and reinforcement mechanisms, etc. 
HRD managers are expected to be involved with the creation of learning environment 
through HRD tools (Rao, 1991). In that sense they are concerned with development 
rather than traditional personnel functions. Erased on his experiences of conducting 
HRD audit in over a dozen Indian organizations. Rao (1999) concluded that: 
The real HRD Managers envisaged two decades ago are getting practically extinct. 
The HRD roles are being reduced gradually to recruitment and retention roles 
essentially involving salary revisions, ESOPs, performance Appraisal and reward 
systems. There is very little effort made or time left for competency building, creation 
of learning environment and to aligning HRD with business strategies. 
Globalization and technological advancement are compelling organizations to evolve 
new strategic directions. Employees are thus required to be ready for accepting new 
roles and must think of employability over job security. There are increasing 
research-based evidence to suggest that employees, particularly the knowledge 
workers, do not consider money as the only important reason to work for a company 
(Senge et al. 1994). On the contrary they now expect more enriching organizational 
environment and an alignment of their individual values with organizational values 
(Finegan, 2000; Meal, 1999). When employees recognize disparity between the ideal 
and operational organizational values and if the gap is too wide it erodes their trust 
and commitment, particularly the affective commitment (Finegan, 2000; McCune, 
1998). 
Values are defined as fundamental beliefs and assumptions that guide individual 
behavior and judgments across situations (Rokeach, 1973). Organizationally, values 
are indicative of the most defining characteristics of an institution (Williams, 1979). 
These are the beliefs and attitude that goes deep inside and constitute a collective 
understanding regarding norms and standards of behavior acceptable in the 
organization. In that sense values are considered as the essential component of 
organizational culture (Sinha, 1995; Hatch, 1993). According to Schein (1985) 
corporate values are collective beliefs about what the entire enterprise stands for, 
takes pride in and holds of intrinsic worth. 
Organizational values serve many purposes. It sets the tone of the environment, bonds 
people together, facilitates work behavior and achievement of shared goals. It also 
represent the ambitions that people hold for the organization as a living system 
because values define who and what each person has to offer as a human being to the 
overall enterprise (Mirabile, 1996). 
There is enough evidence to suggest that organizations need to promote such values 
as openness, trust, initiative, team work and collaboration, humane treatment of 
worker, creativity, quality, empowerment, delegation etc. for better results (Becker et 
al. 2001; Huang and Dastmalchian, 2006). According to Kotter and Heskett(1992) 
(reported in Sullivan et al, 2002) value-led companies outperform others: growth in 
revenue being four times faster; rate of job creation seven times higher; growth in 
stock price 12 times faster; and profit performance 750 per cent higher. Dearlove and 
Coomber (1999), found that organizations experienced significantly lower employee 
turnover when they valued respect and teamwork. 
Examples from successful organizations demonstrate that they have gone a long way 
to design effective human resource system. It includes effective manpower planning, 
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recruitment and selection process, realistic performance plans and development 
oriented performance appraisal, effective learning system providing ample learning 
opportunities with the help of training, performance guidance, and other mechanisms 
such as mentoring. It also consists of mechanisms to inculcate sense of pride in work, 
high degree of organizational commitment, introducing such organizational 
development systems as personal growth labs, creativity workshops, quality circles, 
kaizen team building exercises just to name a few. Further, an examination of their 
human resource development (HRD) climate, work values such as openness, trust, 
delegation and decentralization, quality orientation etc. system of reward and 
recognition, quality of organizational communication, and empowerment of 
employees amply demonstrate that successful organizations have gone a long way to 
bring revolutionary changes in their HR systems and practices (Zairi, 1998). 
The HRD thrust is built on the assumption that employees cannot be treated as 
commodities to be hired and discarded depending on short-range whims of the 
organization. They are to be nurtured and developed? Good people can fix the poor 
policies, procedure, and rules, but it is never the other way round (Lancaster, 1994). 
However, organizations with innovative HR practices are not many. In fact a majority 
of the organizations have yet to realize the strategic importance of HR, and HR 
professionals have yet to be recognized as their strategic partners (Sikula, 2001). ^ 
In his forward to the book entitled HR scorecard written by Becker et al. (2001, p. ix) 
David Norton wrote: 
"The typical executive team has a high degree of awareness and consensus around 
financial strategy, as well as priorities for operational process improvement they have 
limited consensus around customer strategies (i.e. who are the target segments, what 
is the value proposition). But the worst grades are reserved for their understanding of 
strategies for developing human capital. There is little consensus, little creativity, and 
no real framework for thinking about the subject. Worse yet, we have seen little 
improvement in this over the past eight years. The greatest concern here is that, in the 
New Economy, human capital is the foundation of value creation. 
This presents an interesting dilemma: The asset that is most important is the least 
understood, least prone to measurement, and, hence, least susceptible to 
management" 
The economy has transitioned to what some call 'The Age of Information'- an 
economy in which gross domestic product is increasingly dominated by services. 
Services permeate every aspect of our lives. We use transportation services; 
restaurant services; hotels; electricity and telephones; postal, courier and maintenance 
services; services of hairdressers; services of public relations and advertising firms; 
lawyers; physicians; dentists; stockbrokers and insurance agents; movie theatres; and 
swimming pools and Disney-style theme parks (Bateson and Hoffman, 1999). When 
vv'e do buy goods, such as new car or a washing machine, we often still rely on 
services to keep them running and repair them when they break down. Services allow 
us to budget our time as well as our money (Bateson and Hoffman, 1999). 
"The twentieth century was the age of machine; the twenty-first century will be the 
age of people" (Kanter as in Kermally, 2006). Buzzwords like globalization, 
empowerment, cross functional teams, downsizing, learning organizations and 
knowledge workers are changing the way of life of managers and the way they 
manage people (Kermally, 2006). The shipping industry is a prime example of a 
globalized industry now attached loosely to national sovereignties. Shipping differs 
from other examples of global business, such as fast-food chains and the auto 
companies, in that its physical capital is itself movable in a way that a burger kiosk or 
car plant is not. Due to this feature of the industry, strategic and human resource 
management has a mobile dimension not shared by the general run of manufacturing 
and transport industries (Klikauer and Morris, 2003). Advancing globalization, more 
flexible tax regimes and an increasing mobile workforce are creating opportunities 
and challenges for the shipping industry. 
New corporate strategies and processes are required to deal with an industry which is 
being reshaped through market consolidation and shifts in the balance of world trade 
(www.pwc.com/transport). 
Managing people is not a matter of manipulation. It is about working with your staff 
and colleagues (human resources) on a partnership basis to achieve the strategic goals 
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of the organization (Kermaily, 2006). The most important contribution management 
needs to make in the 21st century is to increase the productivity of icnowledge work 
and knowledge workers (Drucker, 1999). Human beings are not bulk goods. They 
come in different shapes and forms. To attract and retain people, we have to treat 
them as individuals. Today's employees are more questioning and demanding. They 
are confident enough to air their concerns, grievances and aspirations. Brainpower 
dominates modern organizations. 
It is their essence. We are increasingly competing on competence. People can make 
your organization, your products and your service solutions unique. How you manage 
and lead people and how you organize your operations, determines whether you 
succeed (Thite, 2004) and there is only one valid definition of business purpose, i.e., 
to create a customer (Drucker, 1974). Excellent companies are close to their 
customers; other companies talk about it and the excellent companies do it (Peter and 
Waterman, 1982). One must define one's business not in terms of product made or 
sold but in terms of what needs of the customer are satisfied, i.e., in terms of what 
service is provided to the customer (Levitt, 1960). 
More and more organizations are investing in training as a means to increase their 
competitiveness (Jones et al 2005). Training programs are used to provide the 
knowledge and skills required by employees. Since employee requirements undergo 
constant change, training has become part of the strategic planning of most 
organizations (DeSimone,Wermer & Harris, 2002). Swanson (2001) among others 
has suggested that, when used appropriately, training programs affect measures of 
organization performance. Training programs in organizations are usually developed 
by specialists that are identified with the human resource development (HRD) field. 
HRD represents a unique field of study and practice that involves the three major 
components of employee development, organization development, and career 
development (Swanson & Holton, 2001). Training is part of the employee 
development component of human resource development. 
In the field of HRD, many HRD researchers use 'competence' to emphasize the 
cluster of an employee's expertise/knowledge, skill, and ability which directly is 
related to his/her job performance within the organization (Swanson, 1996; Parry, 
1997). Furthermore, competence may describe an employee who has the ability to do 
something at a minimum level of acceptable performance, not necessarily 
outstandingly or even well (Swanson, 1994). Jacobs (1997) defined employee 
competence as the potential to use specific sets of knowledge and skills. In another 
similar definition, employee competence refers to the individual's potential to use 
his/her knowledge and skills in a specific situation (Gilbert,2007). 
Cultutral Diversity in Multinational Companies 
Some of the cultural- variables have been researched and a "cultural profile" 
developed by Schmitz for many countries. There are ten concepts in their model. 
1. Environment. 
2. Time. 
3. Action. 
4. Communication. 
5. Space. 
6. Power. 
7. Individualism. 
8. Competitiveness. 
9. Structure. 
10. Thinking. 
To create opportunities for collaboration, global leaders must learn not only the 
customs, courtesies, and business protocols of their counterparts from other 
countries, but they must also understand the national character, management 
philosophies, and mindsets of the people. Dr. Geert Hofstede,(1980) a European 
research consultant, has helped identify important dimensions of national 
character. He firmly believes that "culture counts" and has identified four 
dimensions of national culture: 
1. Power distance 
2. Uncertainty avoidance 
3. Individualism/Co//ec/'/v/5/w 
4. Masculinity/Fe«7/«/«/(y, 
The most significant dimension related to leadership in Hofstede's original study 
of 40 countries was the power dimension. He assigned an index value to each 
country on the basis of mean ratings of employees on a number of key questions. 
Having a sense of culture and its related skills are unique human attributes. 
Culture is fundamentally a group problem-solving tool for coping in a particular 
environment. It enables people to create a distinctive world around them, to 
control their own destinies, and to grow. Sharing the legacy of diverse cultures 
advances our social, economic, technological, and human development. Culture 
can be analyzed in a macro context, such as in terms of national groups, or in a 
micro sense, such as within a system or organization. Increasingly, we examine 
culture in a global sense from the perspective of work, leadership, or markets. 
Because management philosophies and practices are culturally conditioned, it 
stands to reason that there is much to be gained by including cultural studies in all 
mianagement or professional development. This is particularly relevant during the 
global transformation underway. Culturally skilled leaders are essential for the 
effective management of emerging global corporations as well as for the 
furtherance of mutually beneficial world trade and exchange. In these 
undertakings, the promotion of cultural synergy by those who are truly global 
managers v/ill help us to capitalize on the differences in people, while ensuring 
their collaborative action. 
In summary, here are parallel reasons why all managers should advance their 
culture learning, or why global organizations should include it in their human 
resource development strategies: 
• Culture gives people a sense of identity, whether in nations or 
corporations, especially in terms of the human behavior and values to be 
encouraged. Through it organizational loyalty and performance can be 
improved. 
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Cultural knowledge provides insight into people. The appropriate business 
protocol can be employed that is in tune with local character, codes, 
ideology, and standards. 
Cultural awareness and skill can be helpful in influencing organizational 
culture. Furthermore, subsidiaries, divisions, departments, or 
specializations have subcultures that can foster or undermine 
organizational goals and communications. 
Cultural concepts and characteristics are useful for the analysis of work 
culture in the disappearing industrial and emerging Meta industrial work 
environments. 
Cuhural insights and tools are helpful in the study of comparative 
management techniques so that we become less culture bound in our 
approach to leadership and management practice. 
Cultural competencies are essential for those in international business and 
trade. 
Cultural astuteness enables one to comprehend the diversity of market 
needs, and to improve strategies with minority and ethnic "groups at home 
or foreign markets abroad. 
Cultural understanding is relevant to all relocation experiences, whether 
domestic or international. This is valid for individual managers or 
technicians who are facing a geographic transfer, as well as for their 
families and subordinates involved in such a culture change. 
Cultural understanding and skill development should be built into all 
foreign deployment systems. Acculturation to different environments can 
improve the overseas experience and productivity, and facilitate reentry 
into the home and organizational culture. 
Cultural capabilities can enhance one's participation in international 
organizations and meetings. This is true whether one merely attends a 
conference abroad, is a delegate to a regional or foreign association, is a 
member in a world trade or professional enterprise, or is a meeting planner 
for transnational events. 
• Cultural proficiency can facilitate one's coping with the changes of any 
transitional experience. 
Learning to manage cultural differences is a means for all persons to become 
more global in their outlook and behavior, as well as more effective personally 
and professionally. When cultural differences are understood and utilized as a 
resource, then all benefit. 
Research Objective 
Multinational Shipping Companies are under a lot of international competition and 
being urged and literally forced to achieve a considerable improvement over their 
existing business practices. There are increased specified standards to be complied by 
the whole industry as a whole. Human factors are naturally taking precedence for 
benchmarking as well as highlighting corporate performance. In this study a review 
of the problems and their characteristics in respect of Multinational shipping have 
been discussed with a clear stress on the on the understanding and the significance of 
the Human Factor related ones. A questionnaire has been designed and administered 
to achieve this followed by an analaysis of the data gathered. This led to the testing of 
the hypothesis which were established and further on to a discussions and the 
summary of the findings. Finally conclusions have been spelt out and 
recommendations for further research have been identified. 
Scope of the Study 
Human resource development (HRD), significant within the scope of this study 
assists in the intentional cultivation of enterprises and their employees, the 
organization of objective-driven personnel selection, personnel placement and work 
with employees involved in the organization's strategic and human resource 
development plans. Human resource development plays a very important role in 
human resource management. Dessler (2000), Odegov and Zhuravliov (1997), 
Sakalas (1996) and other authors distinguish HRD as one of the activities of human 
resource management.(EBS Review 2008) Despite this, certain differences exist in 
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how this is approached. Human resource development is not only a theoretical issue. 
Today, it is also topical for developing organizations, which, at their current stage of 
growth, have felt that it is necessary to establish a permanent human resource 
development system. The globalization process is relevant for human resource 
management because it means remarkably increased competition. Hence, now, the 
control of globalization becomes the primary challenge - starting with the use of 
global labour resources and ending with recruiting, training and development and 
salary formation with a strong focus on other EU countries and "knowledgebased 
economy" employees in the organizations of those countries. Having conducted a 
general examination of the literature (Bristow et al., 1999; Russ-Eft, 1997; 
Mathis,2006; Kane, Crawford and Grant, 1999; Leah, 1999; Houtson, 1999; Hume, 
1995; Gibb, 2000; Weightman, 1999; Armstrong, 1999; Harrison, 1999; Dainty, 
Bagilhole and Neale, 2000; Marquardt and Engel 1993; Noe et al, 2007) the 
following HRD system evaluation criteria have been distinguished in this study: 
The level of the organization and its HRD compatibility, meaning the level of 
development and business compatibility, the level of focus on the 
requirements assigned to modern organizations; 
The level of the performance of the main contemporary HRD functions: the 
level of human resources planning, education, professional development, 
career development, adaptation, the promotion system, work and employee 
evaluation. Winds of change are sweeping across the corporate landscape and 
there is an increasing need to cope with the ever-changing forces of 
competition, technological onslaught, and new trends in the economy. This 
scenario has led to a growing awareness that productive utilization of human 
resources is the key to organizational success. Achieving competitive success 
through people requires viewing employees as a resource and hence 
investment in their development is essential. The concept of Human Resource 
Development (HRD) is gaining widespread popularity not only in India and 
the other countries but also in shipping industry. In a changing environment 
an organization can only be dynamic and growtli-oriented by developing its 
employees. 
Research Questions 
The main question of focus in this research would be to seek the impact of Human 
resource development in the Shipping industry, in fact within the multinational ones, 
on a selective basis. 
Significance of the Study 
This study contributes to the HRD profession in several ways. First, this pioneering 
study is expected to provide some direction and a conceptual foundation of HRD 
practices,as applicable, for shipping industries. Second, the study may contribute to 
international HRD literature. By having a benchmark of how other shipping 
companies are conceptualizing and practicing HRD, a sound knowledge base of HRD 
across cultures maybe developed. Lastly, academic institutions and professional 
associations may utilize the information obtained in this research to develop and 
implement curriculum for education, training, and development of the practitioners in 
the HRD field as well as promoting the HRD profession. 
Training and development has a positive impact on the individual, the organization 
and the nation (Smith, 1983). Human resource evaluation is defined as the "systematic 
collection of descriptive and judgmental information necessary to make effective 
training decisions related to the selection, adoption, value and modification of 
various instructional activities" (DeSimone et al., 2002). This definition highlights 
several important points: 
• First, when conducting an evaluation, both descriptive and judgmental 
information may be collected. Both types of information are needed in a 
human resource development evaluation. \ 
• Second, evaluation also involves the systematic collection of information 
according to a predetermined plan or method to ensure that the information is 
appropriate and useful. 
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• Finally, evaluation is conducted to help managers, employees and HRD 
professionals in making informed decisions about particular programs and 
methods. For example, if part of a program is ineffective, it may need to be 
changed or discarded or, if a certain program is valuable, it may be replicated 
in other parts of the organization. This achives a feedback on a closed loop 
system which is a measure to cope up with continuously cope upwith external 
requirements. 
Evaluation begins with a clear identification of the purpose or results expected from 
the training programs. Furthermore, it would be expected that the training programs 
be based on important organizational goals and improvement efforts. However, that 
connection must directly guide the train efforts if training results are to be linked to 
organizational measures (Burrow and Berardinelli, 2003). Evaluation can serve a 
number of purposes within the organization. According to Philips (1983) evaluation 
can help in the following: 
Determining whether a HRD program is accomplishing its objectives; 
Identifying its strengths and weaknesses; 
Determining its cost-benefit ratio; 
Deciding who should participate in future HRD programs; 
Identifying which participants benefited the most or least from the program; 
Rein%cing major points to be made to the participants; 
Gathering data to assist in marketing the future programs; 
Determining if the program was appropriate; 
Establishing a database to assist management in making decisions. 
Limitation of the Study 
Interpretations of results from this research are limited due to the very structure of the 
research methods chosen. 
1. This study will consist of select shipping multinational corporations 
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2. The study samples are purposeful and consequently not randomly selected. 
3. This study does not intend to examine the actual human resources (employee) 
performance but the HRD system instead and its benefit towards achieving 
business excellence is not really checked. 
4. Semi-structured interviews with key members of the organization have been 
conducted. Therefore, findings will be interpreted in accordance with that of 
the interview protocol. 
Assumptions: 
The research assumes the following: 
1. The interviewee will know more about the topic than the interviewer. 
2. The best the interviewer can hope for is to raise topics by facilitating, probing, 
and prompting; having little control over the details of the situation and 
passively collecting data. 
3. By virtue of his/her authority and experiences, the interviewee will exercise 
some control over what the interviewer does. 
Summary 
This chapter gives a brief description of the nature of proposed study, and it outlines 
the relevance of study in the present day scenario. It examines the relevance of HRD 
practices strategy in the multinational shipping companies as well as reviews various 
other strategies as a part of business strategy, and describes the efforts made to study 
the diversities due to culture and otherwise, within the shipping companies and to 
highlight the ever increasing impact of globalisation. 
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CHAPTER-2 
LITERATURE REVIEW 
Introduction 
This Chapter covers wide & extensive study and scanning of literature in the related 
areas where the studies have already been undertaken by the researchers and 
academicians; and based on the feedbaclc of literature review, to identify the research 
gap and set out the Research Problem. To undertake the literature review, all possible 
literature available on the subject and on the related subjects in the form of doctoral 
theses, Indian & International dissertation abstracts, reports/ periodicals, books, 
articles appeared in various Journals, Financial & daily Newspapers etc., have been 
studied extensively. 
In the process of literature review, the 'University News' a weekly publication of 
'Association of Indian Universities (AIUs)' publishing the details of doctoral theses in 
Science and Social Sciences submitted to various universities, were thoroughly 
checked in the library of Indian Council for Social Science Research (ICSSR), New 
Delhi For details of dissertations, the available Indian & International Dissertation 
Abstracts were also perused. For the purpose of reading the books and articles 
published in various Journals, the libraries of various organizations, Indian 
Universities and Institutes like. Management Development Institute (MDI), Gurgaon; 
Maharshi Dayanand University, Rohtak; Delhi School of Economics (Ratan Tata 
Library), New Delhi; Faculty of Management Studies, Delhi University, New Delhi; 
Central Library, Delhi University, New Delhi;, were visited and reference materials 
were collected. 
Further, in reviewing the literature, several databases were also used including ERIC, 
ABI/Inform and Dissertation Abstracts International. Even though the former are 
popular computerized databases, the review was limited by the availability and 
accessibility on the listings, not to mention many unpublished HRD or HR-related 
research which were not obtainable. Most of the references were drawn from related 
fields of studies such as management, organizational behavior, and human resource 
management. 
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In this part of chapter, therefore, the relevant studies (including theory as well 
as empirical based studies and the papers presented in seminars/ conferences) which 
directly or indirectly fix the domain of the present study and are found to be 
providing a theoretical support to it, have been reviewed and categorized under three 
heads based on the nature of literature;y?n7 relating to overall strategies pertaining to 
Human Resource Development, and second relating to HR Strategies for, the 
multinational companies and finally relating to whatever is available in relation to 
the to the service industry and the Shipping companies. And they are categorically 
summarized here as under: 
Concept of Human Resource Development 
The concept of HRD is multidimensional. It has been defined by economists, social 
scientists, industrialists, managers, and other academicians in different ways and from 
different perspectives. In a broad sense, HRD is the process of increasing knowledge 
and skill of the people in a given society. In the national context, HRD is a process by 
which the people in various groups are helped to improve their competence 
continuously to make them more self-reliant and develop a sense of pride in their 
performance (Rao & Rao,2001). In economics, it means accumulation and qualitative 
upgradation of human capital and its effective utilization for the development of the 
economy. In politics, HRD refers to preparing people for active participation in the 
political process. From the social and cultural points of view, HRD enriches life 
(Verma, 1988). In industrial organizations, HRD focuses on three aspects of people: 
(1) the 'human' aspect where people are seen as having skills, potential, and ability to 
grow, change, and develop; (2) the 'resource' aspect where individuals are considered 
as resources rather than problems; and (3) the 'development' aspect, where the 
emphasis is discovering and nurturing of human potential. According to Nadler 
(1980), HRD is an organized learning experience within a period of time with an 
objective of enhancing the performance. Sankar (1984) views HRD as a planned 
effort in the personnel area for improving existing capabilities and acquiring new 
capabilities for achievement of the corporate and individual goals. HRD is defined by 
Rao and Pereira (1986) as a process in which the employees are continuously helped 
in a planned way to (1) acquire sharpen their capabilities required to perform various 
obligations, tasks, and functions associated with and related to their present or future 
expected roles; (2) improve their skill and capabilities and utilize their full potential in 
achieving their own and organizational goals; and (3) develop an organizational 
culture where superior-subordinate relationship, teamwork, and collaboration among 
different subunits are strong and contribute to the organizational wealth, dynamism, 
and pride of the employees. 
Purpose of HRD 
HRD definitions have been discussed to the extent to which they account for 
employees' learning or performance improvement. A humanistic perspective has also 
been presented in the last years as a product of the discussion among scholarly leaders 
in the field (Chalofsky, 2004). Therefore, three fundamental philosophical 
perspectives of HRD are presented here. 
Based on a humanistic perspective, the concept of HRD is multidimensional, 
transformational, and is expressed through individual's ability "to find meaning in 
everyday life and the capacity to create a meaningful world" (Chalofsky, 2004). This 
perspective is focused on development that will enable individuals to realize their full 
potential in a meaningful way. The humanistic perspective is relatively new in the 
field, and has also been expressed by Dirkx and Deems (1996) and Rousseau & 
Arthur (1999). The last two authors argue that "organizations have a duty to 
contribute to both individual work expertise and quality of life" (p. 15). 
The humanistic perspective also sees work as having a transcendent element that goes 
beyond individual and organizational boundaries. It is grounded in the idea of 
interconnectedness, that is, viewing the world as a complex set of parts braided 
together into a unified whole (Capra, 1996; Hatcher, 2000). This perspective implies 
that HRD should go beyond organizational issues, such as structure, productivity, or 
performance, to a concern for the health and humanness of our organizations, society, 
and the world as a whole (Hatcher, 2000). 
From the learning perspective, Watkins (1995) defined HRD as "the field of study and 
practice responsible for the fostering of a long-term work-related learning capacity at 
the individual, group, and organizational level of organizafions" (p.2). She explained 
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that HRD "works to enhance individual's capacity to learn, to help groups overcome 
barriers to learning, and to help organizations create a culture which promotes 
conscious learning" (p.2). Underlying this perspective is the belief that HRD should 
focus on change through learning. 
The performance perspective is well known in the HRD field and has been expressed 
by Swanson (1995) and Kuchinke (2000). Based on this perspective, Holton defines 
performance as "accomplishing units of mission related outcomes or outputs" (Holton 
cited by Chalofsky, 2004). He then defines the term performance system as any 
system organized to accomplish a mission or purpose. Swanson and Holton (2001) 
explain that, "like all components of any system or organization, HRD must enhance 
the organizations' effectiveness" (p.147). They observe that HRD will have a greater 
chance to gain power and influence in organizations if it focuses on both learning and 
the performance outcomes organizations wish to achieve. 
Importance of HRD 
HRD is helpful in the fulfillment of committed goals of an individual, organization, 
and society. HRD develops a clear idea of what the organization wants to accomplish 
(George and Zimmerman, 1984). HRD develops the capabilities and efficiency of the 
employees in the organization. It enables them to improve their performance and that 
of the organization as a whole. Development of employees tends to result in higher 
productivity. HRD leads organizations towards the possibility of improving 
performance (Nadler, 1981; Pfeffer, 1994). HRD reduces the cost of production and 
earns good returns on investment and consequently contributes to competitive 
advantage in the face of intense competition (Schuler and MacMillan, 1984). HRD 
improves the organizational health and employee morale, team spirit, and loyalty. It 
plays a role in promoting a positive work culture (Rao, 1991). HRD is essential to 
meet the requirenents of the changing internal and external environment of the 
organization. HRD is a significant factor in determining the growth and prosperity of 
the business enterprise (Rao, 1991). 
HRD as a function has evolved very indigenously in this country from the year 1975 
onwards when Larsen & Toubro conceptualized HRD as an integrated system and 
decided to separate it from personnel. Since then, in the last 25 years most 
organizations iiave started new HR departments or redesignated tlieir personnel and 
other departments as HR departments. Today, there are high expectations from HRD. 
Good HRD requires a well-structured function and appropriately identified HRD 
systems. It needs competent staff to implement and facilitate the change process.(Rao, 
2003) 
In view of the many-faceted nature of HRE>, and of changes in HRD, a theoretical 
framework is required that pays attention to diversity and dynamics in organisational 
reality. In the learning-network theory, HRD professionals are considered strategic 
actors, who interact with managers and workers to organise learning programmes by 
negotiation, collaboration, and participation processes (Van der Krogt, 1998; Poell, 
1998). From this theoretical perspective, the learning that takes place in any 
organisation can be characterised by structural arrangements associated with liberal, 
vertical, horizontal, or external types of learning programme. 
In a liberal learning programme, individual workers create their own sets of learning 
activities. The profile of this learning programme can be labelled as unstructured and 
individually oriented, since there is little structure above the individual level. A 
vertical learning programme is characterised by linear planning of learning activities. 
The management develops learning policies, which are translated into pre-designed 
learning activities by HRD professionals and delivered to the workers. In a horizontal 
learning programme, learning activities develop incrementally while they are being 
executed. There are no pre-designed learning policies. These develop by learning 
from experience as the programmes progress. HRD professionals are process 
counsellors in this type of learning network. An external learning programme is co-
ordinated from outside the organisation by the workers' professional associations. It 
introduces a work innovation to the learners, who adapt their work themselves 
accordingly. 
Other strategic actors (e.g. workers and managers) are expected to influence the way 
in which the learning programme is organised as much as HRD professionals do. 
Organising a learning programme is viewed as an arena where constant processes of 
negotiation and collaboration among the participants shape and change the way actual 
learning arrangements come about. Table 1 presents the main characteristics of the 
four theoretical types of learning programme that the learning-network theory 
distinguishes (Van der Krogt, 1998; Poell, 1998). 
This framework is used to investigate the strategies employed by HRD professionals 
in organising learning programmes. The current reference point, albeit a negative one, 
for many organisations is the vertical learning network (typical of a machine 
bureaucracy), in which HRD professionals design and deliver training programmes. 
The tendency towards self-directed and team learning advocated in the literature can 
be understood as a desired move away from the vertical to a more liberal or horizontal 
type of learning network. The strategies of HRD professionals would change 
accordingly, from designing and delivering training programmes to facilitating 
multiple learning arrangements for individual and team learners. 
HRD and organizational performance 
Several models of HRD specify a range of practices which, if pursued, are likely to 
contribute to human capital accumulation on which organizations may build its 
competitive advantages (DeGeus, 1997; Currie, 1998; McCracken and Wallace, 2000, 
Willis, 1997). These models basically advocate that investment in HRD by 
organizations and individuals is necessary for a number of reasons; to build and retain 
that resource in the future and to retain that resource in the present. Results of a 
survey of London university graduates conducted by Prickett (1998) showed that 90 
percent of them expect their employer to help their development. Holbeche (1998) 
found that one third of her sample of high-fliers would leave if they could not broaden 
their skills. Organizations likewise view investments in human resource development 
to be important. Losey (1999) and Spangenberg (1994) report that organizations 
increasingly seek, through sophisticated human resource development and workplace 
learning strategies to develop employee competencies to enable them to respond 
quickly and flexibly to business needs. 
Emphasis on human resource development result into several positive individual and 
organizational outcomes such as higher performance (Sandberg, 2000); high quality 
individual and organizational problem solving (Schroder, 1989); enhanced career 
plans and employability (Weick, 1996; Raider and Burt, 1996); sustainable 
competitive advantage (Winterton and Winterton, 1999, in Torrington et al 2007; 
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Nordhaug, 1998); higher organizational commitment (lies et al, 1990) and enhanced 
organizational retention (Robertson et al, 1991).The relationship between HR 
practices and business results is built on the premise that better deployment and use of 
HR practices should correlate with better business performance (Ulrich, 1997). On the 
basis of a literature review Pfeffer (1994) concluded that employee participation and 
empowerment, job design including team-based production systems, extensive 
employee training and performance contingent reward system are widely believed to 
improve the performance of the firm. Huslid (1995), on the basis of his study of 968 
publicly traded firms, found that a one standard deviation increase (about 25 percent) 
in work performance reduces turnover by 7.05 percent on a per employee basis, 
increases productivity by 16 percent (measured by sales per employee) and yields a $ 
3,814 increase in profits. Based on a study of 74 firms, Huslid and Becker (1995) 
created an index of each firm's HRD system reflecting the degree to which a firm has 
deployed the high-performance work system (HPWS) and consistently found that 
firms with higher values on this index, other things being equal, have economically 
and statistically higher levels of firm performance. Youndt et al. (1996) found that a 
HR system focused on human capital management was directly related to multiple 
dimensions of operational performance like employee productivity, machine 
efficiency and customer alignment. Huselid et al. (1997) found that firm effectiveness 
was associated with the capabilities and attributes of HR staff. Further, they 
concluded that relationship between HR management effectiveness and productivity, 
cash flow and market value were positive. 
Brian et al. (2001) ranked organizations on High Performance Work Index and 
compared their HR system and practices. The HPWS Index included the organizations 
system of building and maintaining a stock of talented human capital through: 
• linking its selection and promotion decisions to validated competency models; 
« developing strategies that provide timely and effective support for the skills 
demanded by the firms' strategy implementation; and 
• enacts compensation and performance management policies that attract, retain, 
and motivate high-performance employees.Based on the HPWS ranks Becker et 
al. (2001) compared top ten percent companies with bottom ten percent on a 
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number of measures. The result indicated substantial difference between the two 
groups. The top HPWS group adopted HR management practices which were very 
different from the bottom HPWS group of organizations. The former devoted 
more resources to recruiting and selection, employed more vigorous training 
regime, established better performance management and linked to the 
compensation system, used teams to much greater extent, had roughly double the 
number of HR professional per employee. The HR outcomes associated with this 
system demonstrated that compared to the poor the best HPWS organizations 
developed a clear strategic intent and communicated it effectively to employees, 
their HR professionals were rated more positively and developed a comprehensive 
measurement system for communicating non-financial information to employees. 
Finally, organizations with the most effective HR management system exhibited 
most dramatically higher performance: employee turnover was closer to half, sales 
per employee were four times as great, and the ration of organization's market 
value to the book value of assets - a key indicator of management quality, as it 
indicates the extent to which management has increased shareholders' initial 
investment - was more than three times as large in the high-performing 
organizations. 
Singh (2003) conducted a survey of 84 Indian firms representing major domestic 
business sectors ranging from automobiles and auto components to, cement, 
engineering, iron and steel, financial services, info-tech, pharmaceuticals, paper and 
power, etc. The main objectives were to examine how many HR practices have been 
implemented by the firms and the extent of links between the individual HR practices 
and firm performance. 
Each firm was asked to indicate the percentage of employees covered under the final 
HR practices which consisted of the following: 
1. use of employment test before selection; 
2. formal performance appraisal system; 
3. compensation based on performance appraisal; 
4. formal job description; 
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5. non-entry jobs filled from within in recent three years; 
6. employees covered under formal information system; 
7. employees administered attitude survey on a regular basis; 
8. employee participation in the quality of work life program, quality 
circles, or labor management participation teams; and 
9. average days of training received by an employee in the last 12 
months. 
The result indicated that there were large variations in the HR practices adopted by 
the organizations included in the sample. It was also found that the combined effect of 
HR performance index was significant in predicting firm's performance as well as 
employee turnover and productivity. 
The examination of the HR function indicates that the HR departments in Indian 
organizations (including one multinational located in India and one Indian company 
located abroad) do not have well differentiated structures appropriate for HRD. They 
have well differentiated roles in personnel, but not in HRD. When it comes to HRD it 
seems that they structure the role in a way such that it is even mixed up with other 
personnel functions. As the structures are mixed and convenience based, the HRD 
activities also get mixed attention and are often based on convenience. As a result 
various sub-systems of HRD do not get the attention they deserve. The HRD audits 
have indicated that even those designated as HRD managers are unable to devote full 
time to HRD, as they are involved with other personnel functions and administrative 
activities. 
"In a recent encounter of the author with a senior HR manager of an IT company, he 
was told that there were over a 100 HR professionals working in that company and 25 
of them were in the Visa section. This indicates the ease with which Indian 
corporations, including IT companies use the term HRD to cover all those involved in 
various forms of unrelated HRD activities. Indian organizations have not yet reached 
the maturity level to differentiate between human capital multiplication function from 
conventional welfare and administration functions."(Rao, T.V.) 
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If one has to follow the original structuring of suggestions by Pareek and Rao, there 
should be separate functionaries available for handling performance appraisal, 
feedback and counselling, potential appraisal and development, OD, training and 
career planning and development. The HRD function is also very inadequately 
represented. On an average, while there is one personnel staff to look after the 
personnel management needs of every 100 employees, there is less than 1 full time 
person to look after the HRD needs of every 1,000 employees. This can be considered 
as very inadequate. Even those who are there are not well qualified in terms of 
learning methodology, human development and other such technical skills required to 
handle competency building; commit building and culture building functions of HRD. 
It may be concluded that the HRD function in India is not appropriately structured in 
the country where the world's first dedicated HRD department was started. The 
structures do not follow the principles envisaged by Pareek and Rao and are not 
differentiated as outlined by them. Indian organizations seem to have played only lip 
sympathy to HRD. More than 50 per cent of the organizations do not even have a full-
time dedicated HRD Facilitator. Where there is one, he is loaded with recruitment, 
salary administration and such other roles, which are not development roles. 
While most of the studies examining the relationship between HRD and 
organizational outcomes have focused on hard data such as productivity, turnover 
rates etc. very few have measured the effect on soft variables like employee well-
being (Edgar, 2003). The present study, therefore, tried to investigate how HR 
practices influence employees' perception of the HRD climate and quality orientation. 
Conceptualisation of the Changing Role of Human Resource Managers within 
Global Organisations 
Successful formulation and implementation of a corporate strategy for managing 
global operations requires a commensurate strategy for managing international human 
resources (Bartlett & Ghoshal 1992, Schuler, Dowling & De Cieri 1993, Beatty & 
Schneider 1997). Existing SIHRD frameworks describe policies and practices focused 
on aligning the strategic initiatives of the organisation with the development of global 
managers while simultaneously managing the tension between integrating global 
operations and achieving local responsiveness (Schuler et al. 1993, Taylor, Beechler & 
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Napier 1996). Within these frameworks, a SIHRD system is viewed "as a way 
for N/TNCs to effectively manage and control their overseas operations" (Taylor et al. 
1996: 560). Moreover, existing SIHRD models, although systematic in their 
assessment, inadequately address strategic international human resources management 
in the network form of organisation. Rather, the primary focus is on explaining the 
practices and policies that MNCs use to coordinate and control the hierarchy of their 
dispersed global operations (Welch 1994, Tayeb 2005). 
Global organisational networks are viewed as dependency structures among 
geographically dispersed organisations that are interrelated through both formal and 
informal ties across varying levels of ownership. This broad definition reflects a 
holistic or systemic approach consistent with the integrated view of the formation of 
relationships across borders and the flow of goods and services to the global market 
place. By conceptualising a cross-border inter-organisational network beyond a set of 
functional and relational activities performed by downstream and upstream 
stakeholders in the global organisation, it can be proposed that a definition of an 
integrated global organisation encompasses the global network of facilities, activities, 
and social relationships that performs a multitude of integrated value-adding functions. 
Therefore, the global network construct can be used to examine not only the tangible 
network design elements of the global organisation (i.e., webs of facilities and product 
development ties and activities) (Mabert & Venktarmanan 1998), but also to 
emphasise the social infrastructure and human activities and relations envisioned, built 
and maintained by global human resource managers. 
Global human resource managers are required to enact HRD systems within socially 
rich cross-border network structures (Welch & Welch 1994, Tung 1994, Stroh & 
Caligiuri 1998). The primary activities of a global human resource manager involve 
selecting appropriate global human resource strategies, influencing the operating 
context of the global organisation, and providing a leadership role in the cultural 
change of the organisation under conditions of accelerating strategic ambiguity. When 
enacting a HRD system, human resource managers within global organisations are 
obliged to manage collaboratively while maintaining their discretion and responsibility 
for human resource function within their individual organisations. Such a global 
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network model of management and organisation of a firm's global human resource 
systems facilitates operating flexibility, capacity for innovation, and development of a 
unique and valuable relational capability (Schneider 1988, Lusch & Brown 1996). 
To sustain the culture of a dynamic global network, global human resource managers 
are required to possess multiple competencies that are both relational and contingent in 
nature (Henderson & Clockburn 1995). Moreover, because of the need for a quick 
diffusion of information across different sources and domains of knowledge within a 
global network, the global human resource manager is encouraged to promote a spirit 
of multicultural interpersonal and interorganisational trust, within which members of 
the networked organisations can learn to cooperate (Barney & Hansen 1994). While 
the problems of managing intercultural, crossfunctional and interorganisational 
dependencies and orientations has always been a challenging task dimension for the 
traditional international human resource manager, the transformation of these 
requirements into a network perspective poses a set of unique and ambiguous 
opportunities and challenges to the global human resource managers. 
Global organisations necessitate modifying the traditional human resource manager's 
role frequently found in more bureaucratic international human resource management 
organisations. Specifically, new dimensions of the human resource leadership role are 
required, some of which relate to managing conflict, power, influence and control, as 
well as commitment and trust building both within and beyond the firm boundary. 
The Role of Strategic Global Human Resource Management within Global 
Networks 
Rapid globalisation, turbulent technological revolution and increasing deregulation 
have profiled a new competitive landscape in the global context (Lei, Hitt & Bettis 
1996). This new hypercompetitive environment requires strategic flexibility of 
an MNC and its global partners (Zander & Kogut 1995). Global strategic flexibility 
augments the importance of resource flexibility, where the critical resources 
encompass strategic leadership, human capital, technological and manufacturing 
advances and cooperative synergies between organisational culture and structure (Lei 
et al. 1996). As such, an adaptive global organisation should be oriented toward 
dynamic and anticipatory strategic flexibility as one of its primary core competencies. 
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Strategic flexibility imposes the demand for strategic leadership that influences the 
development of the organisational relational capability (Dyer & Singh 1998) for 
cultural change conducive to formation of global networks with other companies in the 
new competitive landscape. 
As a result of the turbulent and almost sequenced changes taking place in the global 
competitive landscape, MNCs are increasingly modifying their opportunity boundaries 
by pursuing cooperative commitments (i.e., webs of strategic alliances). This allows 
an organisation to maintain a degree of flexibility in its structure and culture, and 
permits feasible restructuring of strategic relationships within various global networks 
on an on-going basis (Poppo 1995). The resulting relational flexibility imposes unique 
demands upon human resource managers to design flexible human resource systems 
responsive to the dynamic contractual relationships with globally dispersed customers, 
suppliers, and competitors. These increased demands are challenging because the 
benefits of flexible contract design in global network management are associated with 
the issues of varying exchange duration, uncertain temporal orientation and 
synchronisation of multiple relationships, and the issues of subsidiary-subsidiary and 
supplier-supplier interdependencies (Mohr & Spekman 1994, Zaheer & Venkataraman 
1995). In turn, these issues affect the varying demand for fit and flexibility in global 
human resource system design. As a result, these challenging issues require both 
attention and agile action by the global human resource managers who are responsible 
for HR effectiveness within global networks. The most challenging issue is to enact an 
evolutionary transformation of the traditional hierarchical SIHRD models into a 
heterarchical SGHRD system. 
The traditional SIHRD models have been developed to capture the influence 
of HR programs (policies, practices, and issues) on a multinational organisation's 
outcomes and vice versa. The most cited models take either a contingency perspective 
emphasising consistency between HRD and the organisation's strategy (Schuler et al. 
1993), or an universalistic perspective emphasising complementarily 
between HRD and strategy (Taylor et al. 1996). The SIHRD models seem to be 
appropriate under the conditions of strategic stability supported by the hierarchical 
structure and strong organisational culture. In these models, it is assumed 
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multinational organisations compete primarily under low ambiguity and within clearly 
defined geographic and industry boundaries. In other words, it is assumed slow-cycle 
pressures for organisational renewal and corporate restructuring are salient. In such an 
environment, organisations are assumed to compete for economic surplus to achieve a 
structural competitive advantage by aligning their competencies with these activities. 
In most SIHRD models international variables are dominant like national culture 
(contingency) or employment systems (complementarily) (Boxall & Purcell 2000). 
However, De Cieri and Dowling (1999) argue against further development of specific 
inter-national models. Moreover, Dowling, Welch and Schuler (1999) argue that 
the SIHRDmodels fail to capture HR effectiveness within global networks. Rather, 
models encompassing the evolution process from SIHRD to an SGHRD system need 
to be developed as organisations globalise their operations (Paul 2000). 
The shift from a SIHRD to an SGHRD system is crucial to occur for the evolution of 
these processes and mechanisms found inHRD system to match the personnel needs of 
global organisations. The SGHRD system shapes organisational culture in terms of 
cooperative traits and practices (i.e., content) rather than in values and attitudes (Gates 
1994). Also, this influence is reflected in terms of the extent to which organisational 
culture is shaped across the organisational units (i.e., strength). The extent to which 
the content and strength of organisational culture are shaped by the shift to 
the SGHRD system is influenced by the managerial global leadership mindset. If this 
influence is signiflcant, the organisation's global performance is likely to be improved. 
The SGHRD view goes beyond the SIHRD view by emphasising 
that HR effectiveness arises not only from the aggregate talent of the organisation's 
employees, but also from the coordinated deployment of this talent across the global 
organisation's network of relationships. The efficiency of this type of relational 
coordination is in turn a function of the global organisation's cultural context (Beer & 
Eisenstat 1996). For the global HR manager to develop the leadership role 
modes/options and influence the major transformation of the organisation's cultural 
context, the role of human resource management is to be refocused from the 
"traditional HR focus on attracting, selecting, and developing individuals to a new 
focus on developing an organisational context which will attract and develop leaders 
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as well as facilitate teamwork" (Beer & Eisenstat 1996: 53). This new global 
leadership focus of HR encompasses new approaches to decision making, as well as 
innovative approaches to organising and managing people within global networks (i.e., 
global team-based management, high involvement of diverse employees, and effective 
and meaningful communication across cultures). In other words, the innovative 
global HR leadership can succeed in changing the organisation's culture only by 
focusing more on the new strategic task within global networks and less on modifying 
traditional HRD programs. The focus on the new global strategic task requires both an 
effective leadership by the global HR manager and an efficient design of 
the SGHRD system. Specifically, the HR manager's role transformation toward 
leadership within a global network is contingent upon an efficient SGHRD system 
design. To yield an efficient SGHRD system, the HRD processes necessitate seamless 
interfaces across a variety of dynamic relationships within a global network. 
The purpose of the seamless interfaces is to mitigate different risks and uncertainties 
arising due to the interaction among members within the global network. These human 
resource processes must also contribute to the optimisation of knowledge integration 
within the global network (Salbu 1991). Therefore, it is proposed in this paper that the 
architecture of the SGHRD system depends upon the scope of the JVTNC strategic 
orientation relative to network members and the extent of the dynamics in the global 
network environment. By using the theoretical perspectives of relational contracting 
(Macneil 1974, 1978, 1980, 1985), and the knowledgebased view of the firm (Grant 
and Greene 2003), a theoretical framework for an efficient SGHRD system design 
supporting global HRDanager's leadership can be developed for global organisations. 
Human Resources Development Functions 
Human resources development (HRD) is being viewed as an important strategic 
approach to improve productivity, efficiency and profitability. It is a planned and 
continuous effort by management to improve employee competency levels and 
organizational performance through training and development programs. Development 
refers to the acquisition of knowledge and skills, and behaviors that improve 
employees ability to meet changes in job requirement and in client and customer 
demands. 'Raining usually focuses on employees' current jobs, whilst development 
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helps prepare them for a variety of jobs in the company and increases their ability to 
move into jobs that may not exist (Pace, Smit and Mills, 1991). The general 
HRD process that helps facilitate change involves the following steps; (1) 
determine HRD needs; (2) establish specific objectives; (3) select HRD methods; (4) 
select HRD media; (5) implement HRD programs; and (6) evaluate HRD programs 
(Mondy and Noe., 9"^  edition). 
Learning and Development 
Employee learningand development is an attempt to improve current or future 
employee performance by developing their attitudes or enhancing their skills and 
knowledge. 
One major purpose of L&D is to remove performance deficiency, both current and 
anticipated. Conducting training to improve performance is particularly important to 
organizations with stagnant or declining rates of productivity, and changing mode of 
operation. Training is also essential to organizations that are incorporating new 
technologies which may consequently increase the likelihood of employee 
obsolescence. 
Another purpose of L&D, especially relevant to organizations that are introducing few 
technologies, is to make the current work force more flexible and adaptable. An 
organization that is able to increase its adaptability capacity can enhance its chances of 
survival and sustainable profitability. 
L&D can also increase the level of commitment of employees to the organization and 
will also accentuate the perception that the organization is a good place to work. 
Obviously, greater commitment can result in a low turnover rate and less absenteeism, 
thus increasing productivity. L&D is also important because it is generally recognized 
that society at large will be the indirect beneficiary when individuals become more 
productive and contributing members of organizations. 
In this context, the most important steps are effective management; holistic 
development; and optimum utilization of human resources (Jha 2007; Sinha 1995). In 
the past decade something quite different was happening in many Indian 
organizations, calling for a second look at traditional personnel functions and their 
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integration with organizational objectives (Singh 2003) .According to Singh and Sen 
(2002) several steps were taicen, such as, conceptualization of employees as 
resources; strategic role of personnel functions; greater partnership to line managers 
in managing human resources; dovetailing of training with other personnel functions; 
synthesis of different personnel functions, etc. It is difficult to categorize these 
activities under a single label. Rather, they can be brought under the umbrella of 
Human Resource Development (HRD). 
The human resource development in India is of recent origin, and the terms gained 
currency only in the early seventies. In the opinion of Nadler, the term "HRD" was 
first applied in 1968 in George Washington University. It was used in Miami at the 
conference of American Society for Training and Development in 1969. According to 
Nadler, the term was gaining more acceptances during the mid- 1970's, but many 
used it as a more alternative term than "Training & Development" . In the opinion of 
some management professionals, Japan is the first country to begin with HRD 
practices. "Better People", not merely better technology, is the surest way to a "Better 
Society", is the most popular belief in Japan . In the opinion of Prof. Udai Pareek, the 
term was first used in India in 1972 by the State Bank of India . By the late seventies 
and early eighties this professional outlook on HRD caught on to a few PSUs, namely 
BHEL, MUL, SAIL, lA, AI & IOC. L & T and TISCO are the first two organizations 
in the private sector to begin with HRD. 
A number of authors have explored the links between individual HR practices and 
corporate financial performance. For example, Rothwell and Kazanas (2006) reported 
that firms' HR orientations (measured by the effective recruitment of 
employees, above average compensation, and extensive training and 
development) were related to return on assets, growth in sales, and growth in stock 
values. Johnson (2001) examined the impact of strategic HRD effectiveness (ratings 
of how effectively a variety of HR practices were performed) on a number of 
performance variables. He found that strategic HRD effectiveness was directly 
related to employee turnover and the relationship between this measure and return 
on equity was stronger among banks with higher capital intensity (greater investments 
in branches). This is exemplified by Terpstra and Rozelle's (1993) study of the 
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relationship between recruiting / selection practices and firm performance, where 
they found a significant and positive linic between extensiveness of recruiting, 
selection and the use of formal selection procedures and firm performance. Cascio 
(1991) argues that the financial returns associated with investments in 
progressive HR practices are generally substantial. Russel & Russel (2005) 
demonstrated a link between the adoption of employment training programs and 
financial performance. The use of performance appraisals (Borman, 1995) and linking 
such appraisals with compensation has also been consistently connected with firm 
profitability. (Gerhart et a! 2007). Koch and McGrath (1996) reported that firms using 
more sophisticated staffing practices (planning, recruiting, and selection) had higher 
labor productivity. Huselid (1995) reported that HR pracfices can influence firm 
performance through provision of organization structures that encourage participation 
among employees and allow them to improve and redesign how their jobs are 
performed. Green (1992) reported that organizations that vertically aligned and 
horizontally integrated HR function and practices performed better and produced 
more committed and satisfied HR function employees who exhibited improved 
individual and organizational performance. 
Need for HRD-Overview 
Organizations need to be dynamic and growth-oriented to sustain in the competitive 
environment. This is possible only through the competence of the human resources. 
To cope with the fast changing environment, organizations need to review their HRD 
approaches continuously. HRD is neither a concept nor a tool, but is an approach 
using different personnel systems, depending upon the needs and priorities of the 
organization. The basic assumption is the belief in human potential and its 
development by providing a suitable and congenial environment. According to Dayal 
and others, concern for development of people, have become important for two 
compelling business reasons. Firstly, competitions in the business have forced 
attention of organizations on cost of operations, sensitivity to market demands. These 
aspects of business cannot be served without full and sympathetic involvement of 
people at work. Secondly, consideration arises from the impressive developments in 
science, engineering and technology. The new production technology, automation and 
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application of electronic control systems has changed the ratio of skilled and 
unskilled jobs. New systems require new skills and certain minimum educational 
qualifications. 
They need continuous up gradation of skills. Thus, development of people, 
decentralizations of decision making, flatter and different management practices than 
those followed in the past have become necessary for survival of business. HRD 
initiatives meet the need of these business imperatives, in the opinion of Nadler and 
Wiggs (1986) the ultimate purpose of HRD activities is "to make a difference" in the 
real world of costs, quality, quantity, accuracy and timeliness. HRD activities, as 
such, do not reduce costs, improve quality or quantity, or benefit the enterprise in any 
way. It is the on-the job applications of learning that ultimately can reduce costs, 
improve quality, and so forth. It has been rightly observed by Billimoria and Singh 
that "each human being is born as something new, something that never existed 
before. Each is born with the capacity to win in life, each has his own unique 
potentials, capabilities and limitations." In the opinion of Prof. Ishwar Dayal ,HRD is 
an approach founded on the belief that people are capable of growth- given an 
environment that facilitates individual growth. Growth is, therefore, important for 
organizational growth. 
According to Dayal, HRD is to make a person, a total person in terms of skill, 
maturity, competence, self-awareness, adjustment to the environment, and 
confidence. In the view of Dayal, HRD can be seen as a philosophy rather than as a 
programme. HRD is for both which prevents growth and which leads to growth. In 
this context. Khan also remarks; "HRD is the process of increasing knowledge, skills, 
capabilities and positive work attitude and value of all people working at all levels in 
a business undertaking". According to Rao et al, HRD is a process by which people in 
various groups are helped to acquire new competence continuously so as to make 
them more self-reliant and simultaneously developing a sense of pride in them. HRD 
is an approach to the systematic expansion of people's work - related abilities, 
focused on the attainment of both organizational and personal goals. Nadler observed, 
"HRD means an organized learning experience, within a time frame, with an 
objective of producing the possibility of performance change". According to Rao, in 
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the organizational context, HRD is a process in which the employees of an 
organization are continuously helped in a planned manner to: 
Acquire or sharpen their capabilities that are required to perform various functions 
associated with their present or expected future roles; Develop their general 
capabilities as individuals, so as to discover and exploit their inner potentials for their 
own or organizational development purposes; 
Develop organization culture in which superior subordinate relationships, team work 
and, collaboration among sub-units are strong and contribute to the professional well 
being, motivation and pride of employees. 
Further, Rao defines human resource development (HRD) as essentially consisting of 
these three Cs: competencies, commitment, and culture. All three are needed to make 
an organization function well. Without competencies many tasks of the organization 
may not be completed cost effectively or with maximum efficiency. Without 
commitment, they may not be done at all or are done at such a slow pace that they 
lose relevance. Without an appropriate culture, organizations cannot last long. Culture 
provides the sustaining force and spirit and spirit for organizations to live. It provides 
the oxygen needed for them to survive. Its utility comes to the force especially when 
organizations are in trouble. Many people are not very clear as to the difference 
between HRD and personnel functions. As a result, personnel managers are 
automatically being designated as HRD managers performing personnel and 
industrial relations function. Indian Oil Corpn. (IOC), one of the leading public sector 
uiadertakings, has successfully implemented its HRD programme and has achieved 
worthwhile results. The basic principle of HRD philosophy is the belief in - (i) human 
potential and its development; (ii) Optimum utilization of human resources; and (iii) a 
harmonious balance between business strategy and HRD strategy, i.e., strategic 
planning and HRD should go hand in hand. According to this model, 00 & HRD 
efforts may tend to be wasteful exercise, if there are no opportunities to utilize the 
development of human capability. Similarly, all strategic options in terms of business 
plans will remain unfulfilled, if human resources are not made available to implement 
them. HRD is thus the responsibility of both line managers and HRD/Personnel 
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specialists. It is a co-operative and massive effort in the organization. Pareelc & Rao 
iiave identified four basic partners of development viz.: 
i. the self (the individual); 
ii. the immediate superior (boss); 
iii. HRD department and 
iv. the organisation. 
Rao & Pareek observed that there are six units in an organization which are 
concerned with HRD. These are: - (i) person (employee); (ii) role; (iii) dyad; (iv) 
team; (v) inter-team & (iv) the organization. The effectiveness of one unit (foci) will 
contribute to the effectiveness of others. HRD is an integrated process and cannot be 
thought of in isolation. According to Rao, major interventions of HRD are: 
i. Performance and potential appraisal; 
ii. Career Planning; 
iii. Training; 
iv. Organization development; and 
V. Reinforcement. 
HFLD interventions may vary from one organization to another depending upon their 
needs, based on diagnostic studies. For example, role analysis was the core of its 
HRD appraisal as the first interventions of HRD. 
This definition of HRD is limited to the organizational context. In the context of a 
state or nation it would differ. HRD is a process, not merely a set of mechanisms and 
techniques. The mechanisms and techniques such as performance, appraisal, 
counseling, training, and organization development interventions are used to initiate, 
facilitate, and promote this process in continuous way (Noe et al.2007). Because the 
process has no limit, the mechanisms may need to be examined periodically to see 
'whether they are promoting or hindering the process. Organizations can facilitate this 
process of development by planning for it, by allocating organizational resources for 
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the purpose, and by exemplifying an HRD philosophy that values human being and 
promotes their development. 
Implementation and Consumption of HRD: Stalceholder Differences 
In recent years, there has been a growth of studies, which aim to highlight the benefits 
of human resource management (HRD). This stream of research has mainly focused 
on establishing a cause effect relationship between the use of various HRD practices 
and various outcomes considered related to firm performance, such as financial 
performance (Huselid 1995), productivity (Guthrie 2001), and employee retention and 
absenteeism (Wood & de Menezes 1998). These studies generally find a positive 
association between the usage of HRD, as reported by HRD directors or managers, 
and a firm's performance. This has led researchers to conclude a relationship between 
HRD usage and firm performance is evident, with improved firm performance 
attributed to the use of effective HRD. 
Less certain, however, is the issue of whether the relationship between HRD and 
organisational outcomes are robust, because the measures are biased towards one 
constituency (see Wright, Gardner, Moynihan & Allen 2005). One of the key concerns 
raised specifically relates to having HR managers report on the performance of their 
own HR practices, and the potential for this situation to lead to respondent bias 
(Wright, et al. 2005). It seems logical, therefore, in order to overcome the problem of 
respondent bias in studies of this nature that researchers gather data from multiple 
HRD stakeholders, or constituencies. A multiple stakeholder approach has appeal 
because many of the performance outcomes assessed are directly related to a particular 
HRD stakeholder perspective. Examples of performance outcomes include employee 
perceptions of the HRD experience in the workplace and individual level outcomes, 
such as absenteeism and turnover; employer implementation of HRD practices, such 
as quality programmes; and workplace level outcomes, such as reductions in reject 
rates or improvements in productivity levels. Thus, the reliance on data from only one 
HRD constituency could produce misleading performance assessment results. 
The call for a multi constituency approach to HRD research is not new. Over 20 years 
ago Tsui (1984) and Salancik & Pfeffer (1984) called for this approach to be used. 
Nevertheless, the call has largely been ignored, with most studies continuing to 
36 
examine HRD through the views of a single constituency, namely the manager 
constituency (Huselid 1995, Becker & Gerhart 1996, Delaney & Huseiid 1996, Delery 
& Doty 1996, Huselid, Jackson & Schuler 1997, Becker & Huselid 1995), with only a 
few exceptions (Mabey, Skinner & Clark 1998, Gibb 2001). This paper considers the 
theoretical rationale for using a multi constituency approach and agrees it is 
compelling. Subsequently, the paper reports an empirical study examining the 
differences between managerial and employee perceptions of HRD. The results show 
that the ratings of managers were significantly higher than the employees' ratings, 
both in the importance of HRD and on HRD implementation. 
Multi Slakeholder Perspectives 
It is well established that organisations are comprised of multiple stakeholders 
(Cameron & Eisenberger 1999, Tsui 1984), with organisational stakeholders defined 
as "... those individuals, groups, or organisations that have a contractual, ethical, 
financial and/or political interest (stake) in the decisions or actions of a particular 
organisation." (Blair, Savage & Whitehead 1989: 13). While these stakeholders may 
be in competition with each other, the relationship between the organisation and its 
stakeholders can also be viewed as one of 'mutual interdependence', with the 
organisation endeavouring to respond to stakeholder concerns, to maximise the 
synergistic potential of these relationships. HRD, as a functional domain operating 
within an organisation, clearly has an effect on multiple stakeholders. 
While calls for a multi constituency approach to HRD research have tended to be 
ignored, more recently there has been an acknowledgement that the employee voice 
should be heard (Guest 1998). The argument for taking cognisance of employee voice 
is compelling because it "... acknowledges the important position of employees as 
stakeholders in their own right." (Guest 2001: 1094). Commitment models of HRD, 
such as the Harvard model (Beer, Spector, Lawrence, Quinn-Mills 1984; Walton 
1986), regard employees as being important in themselves, as well as a resource to 
meet organisational goals. This view is supported in the subsequent models of HRD, 
such as high commitment systems (Wood & Albanese 1995), high commitment 
management, or high performing work systems as they are known in the United States 
(Hutchinson, Purcell & Kinnie 2001). These models claim that the primary purpose of 
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the HRD function is to serve and meet the needs and expectations of a number of 
different constituency groups, namely "... executives, managers, and employees." and 
the "... fulfillment of many employee needs is taken as a goal rather than merely a 
means to an end." (Walton 1986). 
While the strategic HRD model (Fombrun, Tichy & Devanna 1984) may not see 
employees as important in themselves, all variants of HRD are ultimately concerned. 
Indeed, there is widespread endorsement for the premise that it is through the effective 
management of people, organisations are likely to achieve their objectives and goals. 
However, even if the concern is only with outcomes such as 'profitability', getting 
employee views is still important. Arguably, if employees are dissatisfied in the 
workplace, high levels of dissatisfaction in the long term are likely to impact on 
profitability. 
The use of managerial views on HRD, therefore, does not reveal how satisfactorily 
HRD is achieving the objectives of other relevant constituencies. As Connolly, Earley 
and Ekegren (1989) have stated: 
... individuals become involved with an organisation (as owners, managers, 
employees, customers, suppliers, regulators, etc.) for a variety of different reasons and 
these reasons will be reflected in a variety of different evaluations. It appears 
somewhat arbitrary to label one of these perspectives a priority as the 'correct' one. 
Thus, it is likely that divergent stakeholder groups will evaluate HRD differently, and 
these differences will reflect the differing objectives being pursued. Consequently, in 
practice there is a strong likelihood that there will be a gap between the managers' and 
the employees' perceived levels of HRD related attributes. 
Compared with MNCs from other countries, Japanese MNCs have a strong tendency 
to transfer their parent country's HRD practices, which are called the 'Japanese-
style HRD', and to control their local subsidiaries through the overseas assignment of 
parent country expatriates (Peterson & Spring 1997). It is generally known that 
Japanese MNCs are largely group oriented, and emphasise harmonious work 
relationships and teamwork. They also tend to adopt culturally 
distinctive HRD practices to elicit the employee's sense of loyalty and commitment to 
their organisations. For example, the seniority wage and promotion system, lifetime 
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employment, extensive training programmes, and group oriented approaches (Gomez-
Mejia & Coombs 1991,) are features of Japanese firms. Traditional staffing of young 
graduates with learning potential is viewed as being critical as Japanese firms expect 
the new recruits to assimilate the organisational culture (Pucik et al 1984). Mid career 
employees are generally not recruited. Under the paternalistic management pay and 
promotion systems decisions have traditionally been based principally on age and 
seniority, rather than on job classification or performance. Although this approach 
helped strengthen the intention to stay (Befu & Cernosia 1990), evidence suggests that 
the importance of seniority has declined in pay and promotion (Clark & Ogawa 1992, 
Morishima 1992). Efforts such as replacing seniority with merit were made to 
decrease the emphasis on seniority as being the main criteria for salary increase. This 
change is partly due to the economic slump and the elevated labour costs of seniority 
practices (Mroczkowski & Hanaoka 1989). In addition, the younger Japanese 
employees may be changiug towards a more individualistic orientation. Japanese firms 
invest heavily in training employees (Hashimoto 1990, Mueller 1992). Apart from 
equipping employees with skills, training also integrates employees in the firms 
ihrough socialisation and the immersion of organisational culture (Pucik 1984). 
In contrast, Western MNCs reward performance, not seniority (Mroczkowski, 
Linowes & Hanaoka 1992). Pay is contingent on performance and the performance 
reward tie is strong and mainly individual based. This nature of the reward system 
reflects HRD practices that are close to their individualistic national values in 
motivating employees for superior performance (Hofstede 1980). Monetary rewards 
are generally integrated with the benefits, job contents, and prestige rewards to form 
attractive compensation packages. Benefits are extensive in the United States (U.S.), 
but are often less salient to employees than pay. This is because U.S. employees 
generally consider most benefits as enfitlements. Promotion decisions are also based 
on capability and merit (Mroczkowski, et al. 1992). High performers are identified and 
given extra attention and training for succession planning. However, training can also 
be a punishment for poor performance (Von Glinow & Chung 1989). 
Western MNCs tend not to hesitate in terminating poor performing employees given 
the economic nature of the employment contract. In short, the Western, and 
particularly U.S. management systems are characterised by high individualism. 
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impersonality in relationships, emphasis on pay as a main motivator (money oriented), 
and high inter firm mobility (Zhuang 1992). 
Performance Appraisal 
Performance appraisal of some type is practiced in most organizations all over the 
world, A written assessment to which the employee has no chance to respond is still 
common in most countries, Iparticularly the developing countries. Many studies 
indicate that this type of appraisal serves no purpose. It is time that more 
organizations begin to utilize the performance appraisal interview between the 
manager and the subordinate during which the subordinate's strengths and 
weaknesses are discussed, concerns are shared and the subordinate is given the 
opportunity to defend or improve any deficits in his or her performance. 
.^ n HRD-oriented performance appraisal is used as a mechanism for supervisors to: 
• Understand the difficulties of their subordinates and try to remove these 
difficulties; 
• Understand the strengths and weaknesses of their subordinates and help the 
subordinates to realize these; 
• Help the subordinates to become aware of their positive contributions; 
• Encourage subordinates to accept more responsibilities and challenges; 
• Help subordinates to acquire new capabilities; 
• Plan for effective utilization of the talents of subordinates. 
In HRD organizations, every supervisor has the responsibility to ensure the 
development of his or her subordinates in relation to the capabilities required to 
perform their jobs effectively. Generally, the supervisor schedules individual 
meetings with each employee to discuss the employee's performance, communicate 
the performance areas that need attention, and jointly establish areas to be worked on 
or goals to be achieved by the next scheduled discussion. Such performance appraisal 
interviews may be scheduled every three months or once or twice a year. Goals and 
objectives that have been agreed on in each meeting are reviewed in the next meeting. 
During this review, the supervisor attempts to understand the difficulties of the 
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subordinate and to identify his or her developmental needs. Before each review, the 
employee prepares for the discussion through self-assessment, identifying factors that 
have contributed to his or her performance and factors that hinder it, as well as the 
types of support that he or she needs from the supervisor or others in order to do 
better in ' the next period. The supervisor also prepares for the meeting by listing 
observations, problems, suggestions, and expectations. During the appraisal meeting, 
the supervisor and subordinate share their observations and concerns. Each responds 
to the subjects raised by the other. Such discussions help to develop mutual 
understanding, and the data generated are reported to higher management and is used 
in making decisions about individual employee development as well as 
developmental needs of the work group or the entire organization. 
Potential Appraisal and Development 
In organizations that subscribe to HRD, the potential (career enhancement 
possibilities) of every employee is assessed periodically. Such assessment is used for 
developmental planning as well as for placement. It is assumed under this system 'that 
the company is growing continuously. It may be expanding in scale, diversifying its 
operations, introducing technological changes or entering new markets. A dynamic 
and growing organization needs to continually review its structure and systems, 
creating new roles and assigning new responsibilities. Capabilities to perform new 
roles and responsibilities must continually be developed among employees. The 
identification of employee potential to ensure the availability of people to do different 
jobs helps to motivate employees in addition to serving organizational needs. 
Every year or two, the supervisor of a group of employees assesses the potential of 
each of them to perform different (usually higher level) functions on the basis of the 
supervisor's observations and experiences during that period. Of course, many 
supervisors see their subordinates doing only those jobs to which they are assigned. 
The ideal way to judge a person's potential would be to try the person on each job for 
which his potential is being assessed. This is not feasible in most organizations, so 
simulation activities are prepared to provide some information about the potential of 
employees in specific areas. Any employee can request such assessment. It should be 
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clear whether or not there is a position available in the company to which the 
employee could be transferred or promoted. 
Feedback and Performance Coaching 
Knowledge of one's strengths helps one to become more effective, to choose 
situations in which one's strengths are required, and to avoid situations in which one's 
weaknesses could create problems. This also increases the satisfaction of the 
individual. Often, people do not recognize their strengths. Supervisors in an HRD 
system have the responsibility for ongoing observation and feedback to subordinates 
about their strengths as well as their weaknesses, as well as for guidance in improving 
performance capabilities. 
Career Management 
The HRD philosophy is that people perform better when they feel trusted and see 
meaning in what they are doing. 1 n the HRD system, corporate growth plans are not 
kept secret. Long range plans for the organization are made known to the employees. 
Employees are helped to prepare for change whenever such change is planned; in 
fact, the employees help to facilitate the change. Major changes are discussed at all 
levels to increase employee understanding and commitment. Most people want to 
know the possibilities for their own growth and career opportunities. Because 
managers and supervisors have information about the growth plans of the company, it 
is their responsibility to transmit information to their subordinates and to assist them 
in planning their careers within the organization. Of course, the plans may not 
become reality, but all are aware of the possibilities and are prepared for them. 
Training 
Training is linked with performance appraisal and career development. Employees 
generally are trained on the job or through special in-house training programmes. For 
some employees (including managers) outside training may be utilized to enhance, 
update, or develop specific skills. This is especially valuable if the outside training 
can provide expertise, equipment, or sharing of experiences that are not available 
within the organization. 
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In-house training programnies are developed by in-house trainers or consultants hired 
for the task, and periodic assessments are made of the training needs within the 
organization. The effects of all training programmes are monitored and added to the 
data concerning training needs. Managers and employees who attend in-house or 
outside training events also are expected to submit proposals concerning any changes 
they would like to suggest on the basis of their new knowledge. The training received 
by employees is thus utilized by the organization. 
Organization Development (OD) or Research and Systems Development 
This function includes research to ascertain the psychological health of the 
organization. This generally is accomplished by means of periodic employee surveys. 
Efforts are made to improve organizational health through various means in order to 
maintain a psychological climate that is conducive to productivity (Lobel 1991). The 
OD or systems experts also help any department or unit in the company that is having 
problems such as absenteeism, low production, interpersonal conflict, or resistance to 
change. These experts also refine and develop various systems within the 
organization to improve their functioning. 
Rewards 
Rewarding employee performance and behavior is an important part of HRD. 
Appropriate rewards not only recognize and motivate employees; they also 
communicate the organization's values to the employees. In HRD systems, 
innovations and use of capabilities are rewarded in order to encourage the acquisition 
and application of positive attitudes and skills. Typical rewards include certificates of 
appreciation, newsletter announcements, and increases in salary, bonuses, special 
privileges and desire training. Promotions generally are not considered as rewards 
because promotion decisions are based on appraisals of potential whereas most 
rewards are based on performance. Rewards may be given to teams, departments, and 
other units within the 6rganisation as well as to individuals. 
Employee Welfare and Quality of Work Life 
Employees at lower levels in the organization usually perform relatively monotonous 
tasks and have fewer opportunities for promotion or change. This particularity is true 
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in developing countries. In most countries, many employees belong to trade unions. In 
order to maintain their work commitment and motivation, the organization must 
provide some welfare benefits such as medical insurance, disability insurance, and 
holidays and vacations. 
Q'uality-of-work-life programmes generally focus on the environment within the 
organization and include: basic physical concerns such as heating and air 
conditioning, lighting, and safety precautions; additional physical amenities such as 
food and beverage facilities, recreation, and aesthetics; and psychological and 
motivational factors such as flexible work hours, freedom to suggest changes or 
improvements, challenging work, and varying degrees of autonomy.HRD systems 
focus on employee welfare and quality of work life by continually examining 
employee 'needs and meeting them to the extent feasible. Job-enrichment 
programmes, educational subsidies, recreational activities, health and medical 
benefits, and the like generate a sense oj belonging that benefits the organization in 
the long run. 
Human Resources Information Systems 
All appropriate information about employees should be stored in a central human 
resources data bank (usually by means of computer). This includes all basic 
information about each employee, training programs attended, performance records, 
potential appraisals, accomplishments etc. This data is utilized whenever there is a 
need to identify employees for consideration for special projects, additional training, 
for higher-level jobs (Lillie 2004). 
HRD Function in Shipping Industry: 
We use transportation services; restaurant services; hotels; electricity and telephones; 
postal, courier and maintenance services; services of hairdressers; services of public 
relations and advertising firms; lawyers; physicians; dentists; stockbrokers and 
insurance agents; movie theatres; and swimming pools and Disney-style theme parks 
(Bateson and Hoffman, 1999). When we do buy goods, such as new car or a washing 
machine, we often still rely on services to keep them running and repair them when 
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they break down. Services allow us to budget our time as well as our money (Bateson 
and Hoffman, 1999). 
The shipping industry is a prime example of a globalized industry now attached 
loosely to national sovereignties. Shipping differs from other examples of global 
business, such as fast-food chains and the auto companies, in that its physical capital 
is itself movable in a way that a burger kiosk or car plant is not. Due to this feature of 
the industry, strategic and human resource management has a mobile dimension not 
shared by the general run of manufacturing and transport industries (Klikauer and 
Morris, 2003). Advancing globalization, more flexible tax regimes and an increasing 
mobile workforce are creating opportunities and challenges for the shipping industry. 
New corporate strategies and processes are required to deal with an industry which is 
being reshaped through market consolidation and shifts in the balance of world trade 
(). Managing people is not a matter of manipulation, it is about working with your 
staff and colleagues (human resources) on a partnership basis to achieve the strategic 
goals of the organization (Kermally, 2006). The most important contribution 
management needs to make in the 21st century is to increase the productivity of 
knowledge work and knowledge workers (Drucker, 1999). Human beings are not 
bulk goods. They come in different shapes and forms. 
To attract and retain people, we have to treat them as individuals. Today's employees 
are more questioning and demanding. They are confident enough to air their 
concerns, grievances and aspirations. Brainpower dominates modern organizations. It 
is their essence. We are increasingly competing on competence. People can make 
your organization, your products and your service solutions unique. How you manage 
and lead people and how you organize your operations, determines whether you 
succeed (Thite, 2004) and there is only one valid definition of business purpose, i.e., 
to create a customer (Drucker, 1974). Excellent companies are close to their 
customers; other companies talk about it and the excellent companies do it (Peter and 
Waterman, 1982). One must define one's business not in terms of product made or 
sold but in terms of what needs of the customer are satisfied, i.e., in terms of what 
service is provided to the customer (Levitt, 1983). 
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Shipping is one of the safest and most environmentally benign modes of transport 
(www.marisec.org/flag-performance). Much of the attention in services has been 
found on the professional, financial and telecommunications areas. Sometimes 
forgotten is the fact that the physical transportation of goods in international trade is 
itself a service (White, 1988). In the last half century, the shipping industry has 
experienced a massive expansion in demand reflecting the growth in volume of 
seaborne trade, a growth to which technology has responded with, for example, the 
introduction of containerization and gas-carrying capacity. There have also been 
changes in the organizational structure with the appearance of management 
companies, and the extension of 'flagging out' and 'second registers' (McConville, 
1999). Movements combined with changes in regions where the recruitment of 
seafarers took place from their home nation to be put onto an international recruiting 
basis, with the development of the Asian labor market. Despite all these 
comparatively rapid and profound changes in the industry, labour is the primary factor 
of production and is still organized on board ship on the basis of a steep hierarchical 
structure of officers and ratings- a construction that developed from the changeover 
from sail to steam propulsion half a century or more earlier (McConville, 1975). 
During the last decade or so, force majeure events have directed the shipping industry 
to focus on its sea-going manpower. The on-going issues have been both concerned 
with quality and quantity of seafarers. These concerns have been reflected in the 
increasing amount of academic work and international legislation on the so-called 
'human factor'. However, there are still many facets of it that have not been explored 
and that might give a better understanding of the maritime manpower system (Obando 
et al.,1999). Competitiveness in many sectors of the maritime industry may be 
achieved through the efficient and effective organization of a firm's economic 
resources. Neo-classical economic theory suggests that these resources include land, 
labour and capital (Panayides and Gray, 1999). Effective human resource practices 
lead to competitiveness. Job analysis is the process of obtaining information about 
jobs i.e. information about the tasks to be done on the job, as well as personal 
characteristics (education, experience, specialized training) necessary to do the tasks. 
Job analysis are essential for sound HR management as they provide a deeper 
understanding of the behavioral requirements of jobs in turn creating a solid basis to 
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make job-related employment decisions (Cascio, 1998). Change in profile of jobs is 
happening speedier than in the past and absence of job analysis data can cost 
organizations dearly. Hence, job analysis exercise should be conducted at regular 
intervals (Kandula, 2004). The process of analyzing and identifying the need for and 
availability of human resources for organization to meet its objectives is human 
resource planning (Mathis and Jackson, 2004). Human resource planning is not only 
concerned with 'hard issue' of acquiring the right number of personnel but also with 
the 'soft issue' of quality of manpower including creativity, innovativeness, 
flexibility, risk taking and problem solving (Prasad, 2005). 
Recruitment is a form of business competition. Just as corporations compete to 
develop, manufacture, and market the best product or service, so they must also 
compete to identify, attract, and hire the most qualified people. It demands serious 
attention from management, for any business strategy will falter without the talent to 
execute it (Cascio, 1998). Recruitment and selection occupy attention of employers 
since these activities involve: (a) addition of manpower and hence, and (b) additional 
cost (Prasad, 2005). The step immediately succeeding the selection is 'placement'. 
Placement refers to the actual procedure wherein an individual is assigned with a job. 
It also involves assigning a specific rank and responsibility to an employee. This 
decision is taken after matching the requirements of a job with the qualification of a 
candidate (Jyothi and Venkatesh, 2006). Socialization is the process by which an 
individual learns to appropriate the values, abilities, expected behaviors, social 
knowledge essential for assuming an organizational role and for participating as a 
member of the organization (Jyothi and Venkatesh, 2006). 
Companies must develop customer-oriented workforce to deliver service quality. 
After hiring the right people with the right attitude, companies must train them for the 
purpose (Kundu, 2000). For providing quality service, employees need ongoing 
training in the necessary technical skills and knowledge and in process or interactive 
skills. Training might take a variety of forms in organizations but all must view it as 
an important investment for future success (Zeithmal and Bitner, 2004). Performance 
is defined as the record of outcomes produced on a specified job function or activity 
during a specified time period (Bernardin and Russell, 1993). Performance 
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management isn't just a once an year assessment; effective managers incorporate 
performance review and feedback as part of their day to- day communications with 
employees (Webb, 2004). Performance appraisal can identify employees who should 
be retained, and a pay-for-performance compensation plan can be applied 
appropriately to reward and encourage high and average performers to remain with 
the company (Berry, 2004). 
Appraisals continue to be used widely, especially as a basis for tying pay to 
performance (Schellhardt, 1996; Cleveland, Murphy and Williams 1989). If 
competencies are the wheels for managing knowledge work, rewards (both extrinsic 
and intrinsic) are the engine (Kochanski and Risher, 1999). Compensation is the 
foundational rewards that are primarily financial in nature and satisfy financial needs 
for income. Rewards bridge the gap between organizational objectives and individual 
expectations and aspirations. Effective, organizational reward systems should provide 
four things: a sufficient level of rewards to fulfill basic needs, equity with the external 
labor market, equity within the organization, and treatment of each member of the 
organization in terms of his or her individual needs (Lawler, 1989). A fringe benefit is 
an indirect reward given to an employee or group of employees as a part of 
organizational membership (Mathis and Jackson, 2004). On account of their 
enormous costs and the financial commitment which is made for the future, benefits 
planning has become a critical component of HR planning processes (Bernardin, 
2006). The application of skill or competence leads to performance and performance 
is the criterion for evaluating effectiveness. Therefore, a pay-for-competence program 
enhances productivity and product quality, reduces absenteeism, turnover, and 
accident rates (Jyothi and Venkatesh, 2006). 
A Human Resource Information Systems (HRIS) is defined as interrelated 
components working together to collect, process, store and disseminate information to 
support decision making, coordination, control, analysis and visualization of an 
organization's human resource management activifies (Laudon and Laudon, 1998). 
HRIS is an integrated system designed for providing information used in HR decision 
making (Mathis and Jackson, 2004). It is a system used to acquire, store, manipulate, 
analyze, retrieve, and distribute information related to company's human resource 
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(Kavanaugh, Guetal and Tannenbaum,1990). Because of the increasing numbers of 
working motiiers and two-income liouseliolds (Cooic,1998; Hall and Richter, 1998), 
organizations have become more interested in assisting individuals to deal with 
conflicting demands between their work and family roles. Employers are beginning to 
realize that individuals may experience role conflict and difficulties in dealing with 
travel, child care, household tasks, and job transfers, and may have trouble in setting 
priorities for their various roles and responsibilities (Greenhaus 1987; Lobel, 1991). 
This may be especially true for dual-career couples because of their high levels of 
career commitment. Work-life balance is a state where an individual manages real or 
potential conflict between different demands on his/her time and energy in a way that 
satisfies his/her needs for well being and self-fulfillment. People who wish to be 
fulfilled, need to allocate time and consideration to: themselves (me-fime) i.e. 
recharging their batteries, taking care of their own physical and emotional needs; 
close others i.e. family, close friends and other people with whom they have strong 
emotional ties; paid employment as the means to finance the fulfillment of various 
needs; distant others for example-involvement in voluntary activities for the larger 
community (Clutterbuck, 2004). 
A career is sequence of positions held by a person during the course of a lifetime. It 
comprises of series of work related activities that provide continuity, order and 
meaning to a person's life (Schein,1996). This is an objective view of a person's 
career. There is also a subjective element in the concept of career. A career consists of 
the changes in values, attitudes and motivation that occur as persons grow older (Hall, 
1976). A person's career is shaped by many complex factors, e.g., performance, 
education, experience, influenfial parents, caste links and a certain amount of luck 
(Sullivan, 1999). Career planning shapes the progression of individuals with an 
organization in accordance with assessments of organizational needs and the 
performance, potential and preferences of individual members of the enterprise 
(Armstrong, 1999). A career development system is a formal, organized, planned 
effort to achieve a balance between individual career needs and organizational 
workforce requirements (Leibowitz, Farren and Kaye,1986; Farren and Kaye, 1984; 
Granrose and Portwood, 1987). 
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Diverse workforce (diversity) refers to the co-existence of people from various socio-
cultural backgrounds within the company. Diversity includes cultural factors such as 
race, gender, age, colour, physical ability, ethnicity, etc. (Kundu, 2004). Dynamic 
companies look for people who are different from us because the diverse workforce 
may bring different talents, interests, and viewpoints (Simmons, 1996). The basic 
concept of managing diversity accepts that the workforce consists of a diverse 
population of people. It is founded on the premise that harnessing these differences 
will create productive environment in which everybody feels valued, where their 
talents are being fully utilized and in which organizational goals are met (Kandola and 
Fullerton, 1994). Ryder systems Inc, a logistics, supply chain, and transportation 
company, found that its diversity program resulted in fewer litigation costs (Noe et al., 
2007) Attitude surveys are a valuable way of involving employees by seeking their 
views on matters that concern them. 
Attitude surveys can provide information on the preferences of employees, give 
warning on potential problem areas, diagnose the cause of particular problems, and 
compare levels of job satisfaction, commitment and morale in different parts of the 
organization (Armstrong, 2002). Attitude surveys are developed by consulting firms, 
academicians, or others. They can also be custom-designed to address specific issues 
and concerns in an organization. But regardless of the type of surveys used, only 
surveys that are valid and reliable can measure attitudes accurately (Bracken, 2000). 
A customer's decision to be loyal or to defect is the sum of many small encounters 
with a company and it is the company employees who control these small encounters 
(Horibe,1999). Therefore it is necessary to achieve employee satisfaction to practice 
customer-centric strategic management. HR practices influence organizational 
performance and competitive advantage and those organizations which deploy good 
people management practices reap the benefits (Walker and Stopper, 2000). Even a 
highly successful company with a strong record of excellence in people management 
practices cannot achieve all-round success (Gratton et al.l999) as changes take place 
slowly in the HRD area (Truss, 2001). To recruit and retain best talent, organizations 
not only need to be high performing but also seen to be of high character, credibility 
and integrity and value driven (Smith and Kelley, 1997). Organizations which adopt 
the 'people as partners in progress' policy demonstrate a distinct HR philosophy 
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characterized by employment security, company flexibility, sharing of financial 
success with the workforce, development of good communication and consultation, 
and representative employee voice (IPA,1997). 
Performance results from fair-play. Fair process builds trust and commitment, trust 
and commitment produce voluntary co-operation, and voluntary co-operation drives 
performance, leading people to go beyond the call of duty by sharing their knowledge 
and applying their creativity (Kim and Mauborgne, 1999). 
Innovation is not limited to the notion of high technology but it also includes new 
services. Innovation in its broadest sense implies both organizational and economic 
changes (Afuah, 1998). It generally entails dealing with new knowledge, such as 
collecting inrormation and turning it into new products or services on time to the 
market and thus keeping the organization's market share and profits. Innovation 
therefore refers to the use of new technological and market knowledge to offer a new 
product or service to customers. The novelty can be in terms of lower cost, improved 
or new product attributes or simply new product. Two factors that determine a firm's 
ability to offer lower cost or differentiated products are the company's competencies 
and its endowments. 
HR]3 Climate and Innovation 
In the study of most admired companies undertaken by Nemeth (1997), it has been 
asserted that creativity and innovation may require a "culture" that is very different 
and, in a sense, diametrically opposed to that which encourages cohesion, loyalty, and 
clear norms or appropriate attitudes and behavior. According to Nemeth (1997), 
"Some of the admired companies - those reputed to have not only good management 
and financial success, but also innovation - appear to be those whose leader had the 
creative idea. Under these conditions, a strong corporate culture emphasizing 
uniformity, loyalty, and adherence to company expectations would be advantageous. 
It is advantageous precisely because it can operate in a relatively monolithic way - full 
of energy, morale, and a tendency not to consider alternatives or problems. This is not 
the same as promoting creativity from within the organization. Cohesion, convergent 
thought, and loyalty help to implement idea but tend not to enhance the production of 
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a creative idea. Rather, flexibility, openness, and the welcoming of dissent are 
especially useful for stimulating creative thought." (Nemeth, 1997) 
In the study undertaken by Quinn, Baruch and Zien (1997), it was found that the most 
critical single factor in stimulating innovation is top management leadership. Only top 
managers can establish the tangible visions, focused strategies, and challenging, 
rewarding, support environments that most encourage innovation. In all their sample 
which are most innovative companies, top managers clearly expect, appreciate, and 
actively support innovation. They personally stimulate and champion with many 
essentials including the following: (Quinn, Baruch and Zien, 1997) 
Human Resource Development Practices 
In all organization, human resource development can play a significant role through 
its processes which refer to the deeply-embedded, firm-specific and dynamic 
functions. These become somewhat routines by which a firm attracts, socializes, 
trains, motivates, evaluates, and compensates its human resources in such a way that 
firm will achieve its organizational goals through their competencies. 
Amit and Belcourt (1999) introduce a new perspective on the contribution of HRD to 
a firm's financial performance. The 'process' perspective of HRD which is anchored 
in both the resource-based view of the firm and in institutional theory, links the 
human-capital and best-practices paradigms. It focuses on the unique ways in which 
organizations draw on past experiences, current culture and social norms to marshal 
its human resources to execute market strategies (Amit and Belcourt, 1999). 
Moreover, it builds on the organizational capital perspective, which views systems as 
ways to capture and deploy human-capital. Rumelt (1984) observed that the strategic 
firm is epitomized by a bundle of linked and idiosyncratic resources and resource-
transformation activities. Huselid (1995) also demonstrated that organizations that 
bundle HRD practices achieve superior returns. 
Many researchers have asserted that the key to organizational success lies in 
developing intellectual capital and acquiring a new set of thinking: creativity to yield 
an idea and innovation to translate the idea into a novel result (Roffe, 1999; Morgan, 
1991), developing human resource to develop intelligence, knowledge and creative 
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potential at level of organization (Morgan, 1991). Developing managers to understand 
how technology can change both the structure of organizations and the nature and 
lifecycles of their products. Organizations without proper employee competencies 
cannot pursue competitive advantage by using organic behaviour management. 
In sum, management for creativity and innovation include the ability to constitute 
effective work groups that represent a diversity of skills, and are made up of 
individuals who trust and communicate well with each other, challenge each other's 
ideas in constructive ways, are mutually supportive, and are committed to the work 
they are doing (Amabile, 1997). 
Size and Innovation 
In the expected severe competitive environment, firms which continuously innovate 
will most likely win. However, for the multinationals or the joint-venture firms which 
are on the average larger firms, it has been found that innovativeness is much more 
difficult to find (Doz, 1990). Yet, large firms contribute more than their share of new 
discoveries, new products, and expenditure on research and development when 
compared to smaller companies. Furthermore, larger firms have more opportunities 
not available to smaller enterprises. They can draw on a whole range of internally 
available technologies, combine them, and exploit them in multiple application areas. 
But turning their potential strength into reality is all too often not achieved in large 
companies. This failure has frequently been put down to technological problems, the 
solution being greater investment in research and development. But in fact the 
challenge for large companies is of a different nature. In order to foster innovation, 
large firms need a different concept of organization and different attitudes and 
behaviors in top management. Doz (1990) concluded that innovation itself is not the 
problem. The problems are organization and management. This, therefore, points to 
the significant role of HRD in firms. The human resource management practices of 
the firms can facilitate or hinder the ability of middle level executives and technical 
specialists to sustain multiple perspectives and appropriate channels for resource 
allocafion, as well as the flexibility of organization. Organizational resistance to 
changes and innovation processes in production and services can also be reduced or 
enhanced by effective HRD practices. 
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HRD as a Tool for Improving Service Quality 
HRD practices can potentially affect SQ along three parallel channels. The first one is 
a control based channel, which refers to all practices taken by the organisation in 
order to sustain productivity and efficiency in the service process. One example for 
this channel is when service employees in a call centre of a firm are being measured 
for their number of calls per hour and the mean length of calls. The second way in 
which HRD might affect SQ is through a knowledge based channel, in which HRD 
practices are adjusted to the service delivery process. By shaping practices in a service 
oriented manner employees will be more aware of the service delivery process and 
SQ (Schneider & Chung 1996). The third way is via a motivational based channel, in 
which the organisation promotes practices that are focused on employees' well being. 
Research (Schneider & Bowen 1993) has shown that adopting HRD practices that 
employees perceive as positive and considerate, such as employment security or a 
compensation system that acknowledges employee efforts and contributions, results in 
more service committed employees. The current research is focused on the knowledge 
and motivational based channels because such practices are directed toward 
employees' well being as well as SQ. 
Some studies that were conducted in service organisations corroborated the 
proposition of a positive relationship between employees' perceptions of HRD 
practices and customers' rating of organisational effectiveness (Schneider & Bowen 
1993, Schneider & Chung 1996). The HRD practices that were chosen to be examined 
in this study are: leadership and supervision; training; compensation; promotion and 
career development; and feedback and recognition. These practices were chosen for 
three main reasons. First, these HRD practices are consistent with the universalistic 
view (e.g., Pfeffer 1994). Because they are universalisticaily approach oriented, some 
High Performance Work Practices (HPWP) enhances organisational performance and 
is appropriate for all firms (Tzafrir 2006). And according to the universalistic 
perspective, organisations from different sectors, across industries, and through 
different time periods are likely to benefit by using these HPWP (Delery & Doty 
1996). Second, these practices could be valuable in achieving SQ for two reasons: (1) 
by providing the required knowledge for high quality service provision, and (2) 
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through enhancing employee motivation to provide customers witn high quality 
service. Last, the chosen HRD practices are related to the dimension of employees' 
trust in their managers (Mayer, Davis & Schoorman 1995). 
Employees in organisations that are characterised by high levels of service view the 
organisational leadership as putting a strong emphasis on meeting customer needs and 
delivering excellence in service through clearly stated goals and objectives (Pugh, et 
al. 2002). Leadership and supervision may contribute to SQ in two ways. Initially, 
from the knowledge based aspect, managers, by being responsive to employees' 
questions and concerns and providing them with the information necessary to promote 
high quality service, can enhance the quality of service given by employees 
(Schneider & Bowen 1985, Boselie & van der Wiele 2002). And secondly, from the 
motivational based aspect, the way managers treat staff affects employees' feelings of 
being valued, thereby affecting their morale and motivation to act according to the 
managers' expectations. 
Promotion and career development could be related to SQ in knowledge as well as 
motivational aspects. From the knowledge based view, caring for career development 
and promoting service employees who are already service minded and customer 
oriented will strengthen the perceptions of employees as well as customers that the 
organisation is service oriented. Indeed, researchers (Schneider & Bowen 1993) found 
that organisational career facilitation is related to customer perceptions of SQ. From 
the motivational view, the promoted employees feel valued by the organisation, and 
understand that the organisation is willing to invest in them in the long term (Pfeffer 
1994). In this way they are motivated to reciprocate to the organisation by investing 
efforts to provide quality service to customers. 
Training is also a recognised essential component of high performance work systems. 
From the knowledge perspective, such service workers should be trained to identify 
and resolve problems, to promote changes in work methods and to take responsibility 
for quality. Adequate training enables the generation of a work force that is multi 
skilled, adaptable to rapid changes and has wide conceptual knowledge of the 
production system (Pfeffer 1998). From the motivational perspective, it is reasonable 
that employees would feel valued by the organisation that chooses to invest in their 
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professional development. Positive perceptions of training are associated with 
emplciyees' perceptions of the organisation as having a strong service orientation 
(Schneider «& Bowen 1993). 
Compensation is another important facet of organisational success. First, it is a 
concern of equity and fairness. Employees whom expend more efforts and creativity 
in doing their job and see that their results benefit the employer will expect 
remuneration in exchange for their efforts. If employees do not receive any 
appreciable return, it is reasonable to expect that they will stop trying. Second, 
contingent compensation serves as a motivational tool, because employees know that 
they will share in the results of their work (Pfeffer 1998). Therefore, a compensation 
system based on excellence will result in increased employee performance (Boselie & 
van der Wiele 2002). Internal equity of compensation was found to be related to 
employees' perceptions of the organisation as having a strong service orientation 
(Schneider & Bowen 1993). 
Feedback is a basic requirement for enhancing employee performance. From the 
knov/ledge aspect, employees need to know whether they are performing their job 
satisfactorily, and if not, how they might improve their job activities. Providing 
employees with structured and accurate information about their performance together 
with suggestions for improvement is an acceptable strategy that is likely to help them 
to focus on the evaluation of problematic areas, and hence, lead to better levels of 
performance. From the motivational aspect, employees who make an effort to 
improve their service performance will be more motivated to do so if they feel that the 
organisation and their managers recognise their efforts. Finally, a comprehensive and 
accepted evaluation system can provide valuable feedback to employees and assist 
managers in making decisions regarding the individual employee (Cleveland, Murphy 
&V/illiamsl989). 
Trust, HRD Practices, and Service Quality 
HRD practices are an important part of the social exchange that characterises 
employment relations, and in which the components of trust come into play. In the 
organisational setting, mutual trust has the potential to enhance cooperation (Mayer, 
et al. 1995), and increase the sharing of information between employees and 
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managers (Spreitzer & Mishra 1999) as well as among organisational units, which 
may eventually improve organisational performance (Collins & Poras 1997, Sako 
1998). Trust, therefore, appears to be an essential intangible resource in organisations, 
which bond'^  managers and their subordinates (Tzafrir & Dolan 2004). Trust develops 
through the social exchange process in which employees interpret managerial 
practices, procedures, and actions and reciprocate to the organisation accordingly 
(Whitener 2001). When management uses procedurally fair practices it affects 
employees' trust in management because these procedures demonstrate respect for the 
rights and dignity of individual employees (Folger & Konovsky 1989, Gilson, et al. 
2005). By offering promotion opportunities and adequate training, the organisation 
signals to employees that they are valued (Pfeffer 1998), and that the organisation 
will 'go the extra mile' to meet their organisational and personal needs (Schneider & 
Bowen 1993). In response, employees' trust in the organisation and their manager is 
likely to increase, and in this work climate job incumbents can be more willing to 
take a long term view of their job and organisational performance (Pfeffer 1998). In 
addition, leadership and supervision, which are perceived by employees as facilitating 
their work through decentralisation of decision making and the sharing of 
information, may lead to employees' feeling that management or their immediate 
supervisor trusts them (Pfeffer 1998), which can promote a platform for increased 
trust in management. Finally, performance appraisal and feedback that are perceived 
as accurate and satisfactory, and compensation that reflects equity and emphasises 
excellent performance has potential to enhance employee efforts and performance 
through the knowledge that their efforts will be noticed and rewarded (Tzafrir, Harel, 
Baruch & Dolan 2004). 
Since employment relations are based on social interactions, employees are also 
engaged in a social exchange that is based on the norm of reciprocity (Gouldner 
1960). Being psychologically and physically close to employees the customer is 
exposed to the organisational climate. Management should be aware of this closeness, 
which has a strong influence on a customer's perceptions of SQ (Schneider & Bowen 
1993). Therefore, it seems that trusting behaviour, which is an integral part of the 
dynamics of employment relationships, is likely to impinge on the employee 
customer interaction, and consequently, contribute to customer perceptions of SQ. 
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Moreover, it is a contention in the literature, that trust is associated with positive and 
desirable organisational outcomes (Mishra & Mishra 1994, Mayer & Gavin 1999). 
Evidence (Glade & Ivery 2003) has been presented to show the importance of 
organisational climate as a mediator between HRD and positive organisational 
outcomes. For instance, results of a study conducted in credit unions have shown that 
trust in management serves as a partial mediator of the relationship between 
perceptions of organisational support and organisational commitment (Whitener 
2001). Another study (Aryee, Budhwar & Chen 2002) found that the relationships 
between distributive and procedural justice, and employees' attitudes toward their 
work was partially mediated by trust in the organisation. In addition, it was 
demonstrated that trust in the employer mediated the relationship between a breach in 
the psychological contract, and the work outcomes of psychological withdrawal 
behaviour, civic virtue, as well as turnover intentions (Lo & Aryee 2003). 
Furthermore, there is a widely held perspective if employees perceive HRD practices 
as an indicator of organisational belief in them (Schneider & Bowen 1993), they will 
reciprocate to the organisation accordingly, through expressing their own 
commitment to the organisation (Settoon, Bennett & Liden 1996). 
The exit of low performing employees is beneficial to an organisation. However, the 
exit of important and valuable human resources from the organisations leads to the 
loss of the tpcit knowledge possessed by the leavers, and also has a huge effect on the 
cost of operation, as a result of the high cost of filling the positions that are vacant. 
Hence, turnover negates the benefit that should have been derived by organisations 
when they spend scarce resources attracting, selecting, socialising employees, and 
developing and retaining performing employees (Wright & Bonett 2007). Indeed, the 
cost of turnover has become an issue in recent times because of its drain on the 
operating profits of the organisations. For example, Hom and Griffeth (1995) stated 
that turnover cost is estimated at between 50 and 100 per cent of employee's annual 
cost, and this cost does not include that of the tacit knowledge taken out of the 
corporation by the leavers. Moreover, a high rate of voluntary turnover is linked to 
low productivity (Huselid 1995), and poor future revenue growth (Baron, Hannan & 
Burton 2001). These negative effects justify the large number of studies on the 
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pathways to employee turnover. Despite the existence of these studies, the 
understanding of the pathways to employees' turnover is still 'one sided', 
emphasising the withdrawal model (Johns 2002). 
Career Management 
Career management is another commonly cited antecedent of employee development. 
Once individuals have planned their career goals, they require skills, competencies 
and values to execute their career goals with appropriate career management 
practices. In other words, the next step after career planning will be carrying out the 
plans through appropriate career management practices. Career management is an 
ongoing process of preparing, developing, implementing and monitoring career plans 
and strategies undertaken by the individual alone or in concert with the organisation's 
career system (Hall & Associates 1986, Greenhaus, et al. 2000). Indeed, career 
management is a continuous process of work life. Furthermore, a satisfying career can 
promote feelings of fulfilment while poor career decisions can have a devastating 
effect on a person's sense of well being (Greenhaus, et al. 2000). 
In addition, changing environments, such as change of business strategies and 
direction, organisation downsizing, mergers and acquisitions and technological 
changes, will demand ongoing career management, resulting in the need to revisit 
career option and modify career paths (Greenhaus, et al. 2000). Research work by 
Greenhaus, Callanan and Godshalk (2000) supports the contention that effective 
career management can enable individuals to make informed decisions that are 
consistent with their talents, aspirations and values and improve organisation 
effectiveness. Many researchers argue that the career management initiative is a nexus 
betv/een organisations and individuals where organisations endeavour to match 
individual interests and capabilities with organisational opportunities through a 
planned programme encompassing activities such as career systems, career 
counselling, job rotation and other career management tools and resources (Hall & 
Associates 1986, Martin, et al. 2001). Moreover, Brown (1998) contends that career 
management practices must support individuals in their efforts to develop the 
knowledge, skill":, and behaviours that will enable them to be successful. The 
integration of both individual career planning and institutional career management 
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processes results in career development when the individual attains the career goals 
set (Hall & Associates 1986). 
Morrison and Hock (1986) contend that career management represents the 
organisational perspective in the career development process. This feature is 
demonstrated when organisations endeavour to match individual interests and 
capabilities with organisational opportunities through a planned programme 
encompassing such activities as the design of effective internal career systems, 
employee counselling, job rotation opportunities and a blend of positional experiences 
with on and off the job training assignments (Hall & Associates 1986). Gutteridge 
(1986) agrees that career management involves specific HR activities, such as job 
rotation, potential appraisal, career counselling, and training and education designed 
to help match employee interests and capabilities with organisational opportunities. 
An effective career management practices will help promote employee insight, goal 
and strategy development and gather appropriate feedback and assist employees in 
using and developing skills and knowledge that will benefit the organisation and the 
growth and self esteem of its employees (Greenhaus, et al. 2001, Martin, et al. 2001). 
2.2 Research Gap 
There has been very limited literature on the implementation of HRD within the 
shipping Industry. 
The adoption of HRD practice in the shipping secor is relevant to all it's 
stakeholders.The multinational shipping organsiations have experienced significant 
wide-ranging changes in recent years, in particular the introduction of more business-
focused and customer-led approaches to how they operate ( 
Williams R.M. 1979 ;Williams, S.L.2002). There is increasing demand for improved 
quality and efficiency of service delivery and changing customer demands. These 
changes are coupled with strict financial controls and increased accountability. These 
organisations are increasingly concerned with ensuring that employees possess the 
competences and skills to be effective in this changing context. These challenges 
bring into focus the strategic role of training and development .The role of HRD was 
also investigated(by Gubbins, Garavan, Hogan & Woodlock , 2005)through a study 
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employed by a combination of qualitative and quantitative methods to explore 
stakeholder perceptions. In general, the results indicated that senior management 
involvement in HRD is essential for perceived strategic integration. Respondents 
reported inconsistent practices concerning systems of learning transfer and the depth 
of evaluation. 
Purpose Statement 
This study addresses the importance by using multinational shipping companies as a 
case study to highlight the typical Human Resource Development related practices 
encountered. Questions were developed and a questionnaire devised to test the 
research hypotheses to meet the objectives. The characteristics, strengths and 
limitations as well as the challenges being posed for multinational shipping are 
reviev/ed for a clear understanding of the significance of the Human Factor related 
aspects. As an interim stage, during the course of the study, was done an analysis of 
the gap between actual Human resource development practices in shipping companies 
and their, in fact, the requirements as a response by the companies towards an ever 
increasingly external environment whose demands are to be continuously met. To test 
the HRD related dimensions, questions were devised and than tested and validated 
before distributing the questionnaire to multinational shipping companies. The 
mailing list for distribution of the questionnaire was gathered from the databases of 
both government and private sources. 
The main objective of the study was to assess the human resource management 
practices being practiced in shipping companies, of course with a special emphasis on 
multinational ones.To achieve the main objective, the following sub-objectives were 
set: 
1. To assess the practices regarding human resource planning in shipping 
companies. 
2. To assess the performance appraisal systems used for assessing human 
resources in shipping companies. 
3. To assess the status of and trends of motivational levels in shipping 
companies. 
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4. To assess the learning and development systems being employed within 
shipping companies. 
5. To study and analyse the HR climate prevelant in shipping companies 
This would require, in turn,a detailed examination of the following : 
1. HR Function and it's effectiveness in terms of the overall output of the HRD 
dept 
2. HR practices pertaining to career planning of the employees 
3. Organsiational Values, as applicable from a HR prespective 
4. Employee Communication, again from a HR prespective 
The Justification 
Much has already been written about the future of HRD and the challenges facing the 
discipline. Broadly speaking, the main thrust of contributions in this area has 
emphasized the importance of keeping the field relevant, adopting a more strategic 
focus, embracing the technological revolution and measuring the contribution of HRD 
to organizational performance. For their part. Gold et al. (2002) argue that increasing 
levels of economic activity based upon information and knowledge will shape the 
future landscape for the practice of HRD. They argue that HRD can continue to play a 
credible and useful role in organizations by understanding the tensions, the 
contradictions and their own propensity to add value to the development of the 
practice of others. 
McGoldrick et al. (2002) has identified four themes, which they argue are likely to 
influence future research in the field of HRD. First, they argue that HRD has an 
important role to play in management and leadership development. In particular, they 
suggest that the notion of management competencies and the development of models 
predicting future skills needs is especially relevant. Second, they maintain that the 
links between HRD strategies and business strategies and performance need to be 
clearly elucidated in the context of increasing globalization and change. Third, they 
posit that HRD has a pertinent role in the design and organization of work and work 
processes at the level of the enterprise. Finally, they argue that HRD should focus on 
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individually-based topic, much as employment strategies, career management, works 
identity and gender differences. 
Ruona & Gibson (2003) has identified five challenges facing HRD in the future. First, 
they argue that HRD needs to adopt a more high-profile presence in organizations and 
be recognized for its contribution to the bottom line. Presently, they maintain that 
HRD is poorly represented in leadership positions and suffers from inadequate 
resources fuelling its undervalued status in organizations. Second, they argue that 
there is a strong need for the profession to demonstrate return on investment. They 
posit that this inability to evaluate training effectiveness is inhibiting the growth of 
HlilD in organizations and the profession in general. Third, HRD needs to identify its 
core competencies and competitive advantage. This will allow the profession to define 
and differentiate itself and create its own unique identity. Fourth, they maintain that 
there exists a need to rigorously define the communities served by HRD and examine 
the role of HRD in the broader community. Finally, they suggest that HRD needs to 
move towards professionalization and embrace standards of practices and a 
certification policy. They insist that a failure to move in this direction will result in a 
loss of identity with the profession and future failure to attract intelligent skilled 
personnel to the field. 
The development of the profession is an important issue for the future of HRD. 
Warzynski and Noble (1976) address the process of professional ization in terms of 
five sequential stages: the identification and performance of a service in response to a 
pressing social need; the establishment of a university-based courses for the 
acquisition of specialized knowledge and training necessary to perform this service; 
the formation of a professional association; the licensing and certification of members 
under the law and the adoption of a code of ethics to regulate the conduct of members. 
The field of HRD has certainly advanced a long way since the publication of this 
paper and rereading the five criteria, it seems that it still has some way to go. In this 
regard, Chalofsky (2004) argues that the Academy of Human Resource Development 
needs to address in the near future questions of quality control and accreditation. 
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CHAPTER-3 
RESEARCH METHODOLOGY 
The previous chapter provides a broad picture of the current state of research 
in contemporary Human Resource Development practices, in service industry 
and even in the shipping industry. In this chapter the research methodology, its 
appropriateness, validity and reliability issues, and its particular research paradigm 
will be discussed and suitability described. 
The purpose of this study has been to closely study the overall workings of Shipping 
Multinational Companies, and to examine the usage and applicatio'n of various HR 
strategies, policies & practices aimed at strategizing the business policies and thus 
implying to achieve organizational excellence. It also examines the relevance of HR 
strategy in relation to HR functions being employed in their work philosophy and the 
relationship of HR functions with their business & business strategy in terms of 
corporate excellence. This chapter will provide a detailed context as to how the 
research for this study has been conducted. The chapter contains a description and/or 
definition of the nature of the study, population and sample; the recognition of the use 
of human subjects; instrumentation; data collection methods; and concludes with the 
analytical techniques to be employed. 
Research questions 
In following sections, the different steps of the research process are briefly 
outlined. Beginning from the justification of the used research paradigm, the 
sections explain the research methodology and design while providing a 
reasonable overview about the sampling and data collecting and evaluating 
methods followed. The chapter further describes the sampling procedure and 
the additional fieldwork that was necessary to obtain sufficient responses. 
Various in-house preparatory steps such as editing and coding of the data as 
well as the methods of analysis used are briefly noted. Finally, the ethical 
aspects in business research and impeding factors those confine the scope of 
this research have been highlighted. The following chapter refers to the data 
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analysis process and outcomes, based on which the perceptions of managers 
relating to HR practices and diversity climates are determined and discussed. 
Fiesearch Design Model 
For this proposed study, the researcher has conducted a review of the 
relevant literature on the following themes: (I) Strategies pertaining to 
Human Resource Development; (2). Human Resource Development 
Strategies for the Service industries; (3) Constituent components of Human 
Resource Department; (4) Human Resource Department and Organizational 
performance; (5) Human Resource Strategies in Shipping industry. The 
Literature review uncovered a few kinds of research designs. Most of them 
sought to identify components of HR and the studies were qualitative in 
nature. Qualitative designs permit participants to respond in their own words 
and therefore provide the opportunity to capture more than standardized 
categorical responses. However, the time-consuming nature, the demand for 
repeated contact with participants for verification purposes, and the small 
sample size associated with qualitative designs have been drawbacks to 
using this design method in this proposed study. 
In contrast to qualitative research, some quantitative designs are not 
conducive to examining the variables of interest in this study because 
manipulation of the naturally occurring variables of HR function, HR 
Department and organization performance andx Human Resource strategies 
is impossible. These reasons make the use of certain experimental 
quantitative designs unethical. In light of the aforementioned limitations, and 
the researcher's intent to describe and investigate the relationships among 
the independent and dependent variables, and to describe and investigate the 
potential effects of HRD in shipping industries, the researcher has used a co 
relational, cross-sectional survey design. This type of design permits the 
one-time collection of responses in a large sample. This research design will 
allow the researcher to fulfill the study's purposes of investigating the 
relation between multiple dimensions of ?IRD and assessing the perceptions 
of HR professionals on that relationship. 
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The CO relational design used in this proposed research has followed a five-
slep model of co relational research. The first step has been the identification 
of an appropriate research problem. The next four steps follow in the below 
order (a) identify variables to be included in the study, (b) identify the 
appropriate research participants, (c) collect quantifiable data, and (d) 
analyze the data and interpret the results. 
A conceptual model of the topic of the study is given above. 
A quantitative survey design supports reviewing and exploring HR 
professionals' perceptions of HR function and strategies, policies and 
organization performance in shipping industry. The questionnaire measures 
factors perceived to be important and component factors. These factors will 
be quantified using a Likert-type scaled question format. Spearman's Rho 
correlation will be used to provide insight into the positive or negative 
relationships between HR function and strategies, and organization 
performance. 
Hypotheses 
The purpose of this study has been to fmd the relation between the following 
dimensions within a HRD system of a shipping multinational company by 
evaluating the frequency of people problems with respect to other resources, 
the impact of increased stress on total quality management or business 
excellence, on the variation of the respective people related problems etc. In 
line with this, the following hypotheses are formulated: 
Hoi: There is No Association between the Level of Satisfaction and Type of 
Organisation. 
Hil: There is an Association between Level of Satisfaction and Type of Organisation 
Ho2: There is No Association between Level of Satisfaction ofHR Planning and Type 
of Organisation. 
Hi2: There is an Association between Level of Satisfaction ofHR Planning and Type 
of Organisation. 
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HQ3: There is No Association between Level of Satisfaction of Appraisal System and 
Type of Organisation. 
Hi3: There is an Association between Level of Satisfaction of Appraisal System and 
Type of Organisation. 
Ho4: There is No Association between Level of Satisfaction of Motivation and Type of 
Organisation. 
Hi4: There is an Association between Level of Satisfaction of Motivation and Type of 
Organisation. 
Ho5: There is No Association between Level of Satisfaction of Learning and 
Development process and Type of Organisation. 
H]5: There is an Association between Level of Satisfaction of Learning and 
Development process and Type of Organisation. 
Ho6: There is No Association between Level of Satisfaction ofHR climate and Type of 
Organisation. 
Hi6: There is an Association between Level of Satisfaction ofHR climate and Type of 
Organisation. 
Ho7: There is No Association between Level of Satisfaction and Experience. 
Hi7: There is an Association between Level of Satisfaction and Experience. 
Ho8: There is No Association between Level of Satisfaction of HR Planning and 
Experience. 
Hj8: There is an Association between Level of Satisfaction of HR Planning and 
Experience. 
Ho9: There is No Association between Level of Satisfaction of Appraisal System and 
Experience. 
H!9: There is an Association between Level of Satisfaction of Appraisal System and 
Experience 
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HQIO: There is No Association between Level of Satisfaction of Motivation and 
Experience. 
HI 10: There is an Association between Level of Satisfaction of Motivation and 
Experience. 
Hoi I: There is No Association between Level of Satisfaction of Learning and 
Development process and Experience. 
Hill: There is an Association between Level of Satisfaction of Learning and 
Development process and Experience 
Hoi2: There is No Association between Level of Satisfaction of HR climate and 
Experience. 
Hil2: There is No Association between Level of Satisfaction of HR climate and 
Experience. 
HnlS: There is No Association between Level of Satisfaction and Age Group. 
HI 13: There is No Association between Level of Satisfaction and Age Group. 
Hoi 4: There is No Association between Level of Satisfaction ofHR Planning and Age 
Group. 
Hil4: There is No Association between Level of Satisfaction ofHR Planning and Age 
Group. 
Hoi 5: There is No Association between Level of Satisfaction of Appraisal System and 
Age Group. 
Hi 15: There is an Association between Level of Satisfaction of Appraisal System and 
Age Group. 
Hoi 6: There is No Association between Level of Satisfaction of Motivation and Age 
Group. 
HI 16: There is an Association between Level of Satisfaction of Motivation and Age 
Group. 
Hoi 7: There is No Association between Level of Satisfaction of Learning and 
Development Process and Age Group. 
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Hil7: There is an Association between Level of Satisfaction of Learning and 
Development Process and Age Group. 
Hoi 8: There is No Association between Level of Satisfaction ofHR Climate and Age 
Group. 
HI 18: There is an Association between Level of Satisfaction ofHR Climate and Age 
Group. 
Hoi 9: There is No Association between Level of Score ofHR Functioning and Type of 
Organisation. 
Hi 19: There is an Association between Level of Score ofHR Functioning and Type of 
Organisation. 
Hfl20: There is No Association between Level of Score of HR Functioning and 
Experience. 
Hi20: There is an Association between Level of Score of HR Functioning and 
Experience. 
Hc21: There is No Association between Level of Score ofHR Functioning and Age 
Group. 
Hi21: There is an Association between Level of Score of HR Functioning and Age 
Group. 
HQ22: There is No Association between Level of Score of HR Career Planning and 
Type of Organisation. 
Hi22: There is an Association between Level of Score of HR Career Planning and 
Type of Organisation. 
Ho23: There is No Association between Level of Score ofHR Career Planning and 
Experience. 
Hi23: There is an Association between Level of Score ofHR Career Planning and 
Experience. 
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Ho24: There is No Association between Level of Score of HR Career Planning and 
Age Group. 
Hi24: There is an Association between Level of Score of HR Career Planning and 
Age Group. 
HQ25: There is No Association between Level of Score ofHR Organisational Values 
and Type of Organisation. 
Hi25: There is an Association between Level of Score ofHR Organisational Values 
and Type of Organisation. 
Ho26: There is No Association between Level of Score ofHR Organizational Values 
and Experience. 
Hi26: There is an Association between Level of Score ofHR Organizational Values 
and Experience. 
Ho27: There is No Association between Level of Score ofHR Organizational Values 
and Age Group. 
Hi27: There is an Association between Level of Score ofHR Organizational Values 
and Age Group. 
Ho28: There is No Association between Level of Score ofHR Communication and 
Type of Organisation. 
Hi28: There is an Association between Level of Score of HR Communication and 
Type of Organisation. 
Ho29: There is No Association between Level of Score of HR Communication and 
Experience. 
Hi29: There is an Association between Level of Score of HR Communication and 
Experience. 
Ho30: There is No Association between Level of Score of HR Communication and 
Age Group. 
Hi30: There is an Association between Level of Score ofHR Communication and Age 
Group. 
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Justification of the scientific research paradigm 
Realism, also called post positivism is the conceptual research framework 
under which this study was conducted. This paradigm, among the four 
scientific enquiry paradigms - positivism, critical theory, constructivism and 
realism - is often adopted in the context of business management and 
marketing research issues. Paradigms are regarded as "the basic belief 
systems or worldview that guides the investigator" (Guba & Lincoln 1994, 
p. 105). Realism research discovers knowledge of the real world by naming 
and describing broad, generative mechanisms that operate in the world 
(Healy & Perry 1998). The questions to be answered are how and why 
variables related to HRD manifest in one or other form do. Organizational 
diversities are complex phenomena raising complex situations. To explain 
such phenomenon realism or post positivism is suitable research paradigm 
(Yin 1994). 
Literatures suggest positivism as a suitable and most used alternative 
paradigm in survey methodology (Guba & Lincoln 1994; Neumann 1994). 
Hence it could be argued that a positivism approach would be more 
appropriate than the realism approach. This is debatable but also refutable in 
the research context. Positivism paradigm expects the researcher to 
deliberately keep distance from the sample and be fully uninvolved (Perry, 
Riege & Brown 1999; Yin 2003). This perspective is valid when the 
sampled population has common characteristics. For instance, studying 
consumer preferences of one category of people in one country using 
anonymous survey documents under positivism paradigm would be an 
appropriate methodology. But studying perceptions of people in differing 
societal, cultural and geographic environments needs objective interaction of 
the researcher with the samples. Such an approach comply more with 
realism paradigm. 
The research process also provided evidence to the suitability of the realism 
paradigm. The initial attempt to collect data by mailing the survey 
questionnaires turned to be ineffective. Very few managers mailed back the 
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questionnaires. Consequently appointments were arranged with company 
managers and during tiiese personal meetings the survey questionnaires were 
handed out to the managers and were requested to complete the survey. 
From the majority of the managers (97) the completed questionnaires were 
collected personally at end of the meetings while a few of them returned 
their responses a few days later. 
Further, the "best international HRD" study also delivers additional 
justification to the realism paradigm. The involvement of researchers in the 
respective countries and their acquaintances with the country is noted as a 
contributing factor (Geringer et al. 2002). Realism and positivism could also 
be seen as complementing paradigms. Being involved in the research 
process and using quantitative data need not necessarily contradict each 
other as Miles and Huberman (1994) point out. "Practical research at the 
working level" tends towards one paradigm while including elements of the 
others (Miles & Huberman 1994, p.4). 
This research attempts to understand the perceptions of people about HRD 
practices and Shipping Multinational Companies. Perceptions are based on 
personal convictions and need not be reality. In realism context, reality is 
imperfectly apprehensible (Guba & Lincoln 1994). The Realism paradigm 
allows researchers to extract a picture of reality from expressed perceptions. 
"Realism relies on multiple perceptions that involve triangulation of several 
data sources and of several peer researcher's interpretations of those 
triangulation" (Erwee 1999, p.6). Since in this study, the perceptions of 
managers are used to explore and explain concept of HRD practices in 
Shipping Multinational Corporations, the realism paradigm can be justified 
as appropriate. 
The realism framework also helps to understand the common reality of an 
economic system in which many people independently operate (Perry, Riege 
& Brown 1999). Shipping Multinational Companies included in this 
research represent such economic systems wherein people, their 
perceptions, actions and behaviors constitute the core components of 
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HRD in their respective organizations. However, "perception is not reality 
as constructivists and critical theorists view, instead for realists it is a 
window on to reality through which a picture of reality can be triangulated 
with other perceptions" (Perry et al. 1999, pp. 18). 
Triangulation is a combination of different methodological techniques to 
overcome weaknesses of any one specific technique (McPhail 2003). The 
research design uses a survey and in-depth interviewing techniques for data 
collection implying use of quantitative and qualitative methods. Realism 
better accommodates both approaches and is more appropriate than the 
other scientific paradigms facilitating the researchers to collect 
information and perceptions of people without having control over the 
behavioral aspects of the sample (Yin 1994). As the purpose of this research 
being to explore perception of HRD practices, the quantitative and 
qualitative methodologies are relevant. Finally, realism or critical realism 
paradigm is most accommodative to quantitative and qualitative approaches. 
While being different from positivism and constructivism, it has some 
elements of both (Perry et al. 1999). The fact that the survey instrument, 
generally defined as a research tool in quantitative techniques substituted 
interview protocols, usually used in qualitative research, further underpins 
the practical relevance of the realism paradigm to this study. This research 
incorporates triangulation and interpretation of research issues by 
quantitative and qualitative methods. Of late, this combining approach is 
debated as "mixed methods of research" and many investigators help 
advance this concept by its regular practice (Burke Johnson & Onwuegbuzie 
2005, p. 14). 
Nature of the Study 
This is a quantitative research study that will analyze the relation between the 
dimensions within a HRD System of a Shipping Multinational Company. To examine 
this relationship, a targeted population of HR professionals was asked to complete a 
self-report data collection instrument to measure HR planning, potential appraisal, 
recruitment and selection, career planning role analysis, performance appraisal. 
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learning system, 360 degree feedback, HRD climate, organization development, 
communication, HRD function, compensation practice, workforce diversity and new 
iiuman resources practices (Appendix A). This study is based on a correlation 
research design that is expected to demonstrate traits, abilities or conditions that 
correlate. This research uses predominantly quantitative survey method, but also 
integrates qualitative information gathered in personal meetings. The initial approach to 
collect data from managers and staff and also depth-interviewing selected senior 
HR managers was modified for practical reasons. Instead, the research focused only 
on the perceptions of HR managers of the sampled companies. Though the research 
was designed to collect data through conventional mailing, in practice the data 
collection was executed in personal interviews by getting the managers to 
complete the survey questionnaires during the interviews. In following sections other 
research elements such as sampling, questionnaire design, method of analysis and 
reliability issues will be described. 
Advantages of survey method 
One of the major strengths of survey methodology, in contrast to qualitative methods, is 
the generalisability of results (Gable 1994). "Generalisability refers to the scope of 
applicability of the research findings in one organizational setting to the other 
settings" (Sekaran 2000, p.24). In a study where the sample size is comparatively 
small, (the population of manufacturers in the auto industry is also small) attaining 
representative results is particularly vital to broaden the scope of applicability of the 
research. Next, surveys are relatively cost effective and can be executed in planned 
and structured manner. They permit accurate statistical and speedy analysis; given the 
survey design consists of carefully formulated questions to elicit non biased 
unambiguous answers. Since this research deals with companies in different 
continents and cultural influences, the survey method is justifiable in terms of cost 
and geographic application, unfortunately, only to a limited extent in this study. In 
general, mail surveys give the respondents a greater feeling of confidentiality due to 
anonymity and could be easy to complete. On the other hand, the survey technique 
also Has some problems such as controllability and repeatability. For instance, once the 
survey instrument is underway, little can be done about issues such as omission of 
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crucial items or discovery of ambiguity or questions being misinterpreted and 
misunderstood (Gable 1994). Moreover, the responses may be a snap shot of a 
certain situation not reflecting the complexities or yielding little information about the 
underlying meaning of the data collected (Gable 1994). 
Questionnaire design - Quantitative data 
In the research context, quantitative techniques are used to investigate existing 
HRD practices However, the validity of any research outcome from such 
techniques invariably depends on the quality of the data received and processed. 
Again, the quality of the responses, in verbal or documented form, is proportional 
to the probabilities of misinterpretation and ambivalence associated with the 
questions asked (Zikmund 2002). Therefore, questionnaires need to be 
meticulously designed to ameliorate any possible misconstruing of questions to 
substantiate validity and reliability of the results. 
Figure No,-3 
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Data Collection Procedures and Rationale 
The questionnaire (as given in the Appendix) was administered to the HR 
professionals in the current study , to enable a review of their perceptions of HR 
planning, potential appraisal, recruitment and selection, career planning etc (Totally 
16 aspects). Part of the data collection phase entailed conducting a pilot study on the 
Demographic information and the survey of HR professional's perceptions of HRD. 
For the pilot study the research has used a purposeful sampling, method to recruit 10 
HR professionals. Purposive sampling is utilized in exploratory research (Neuman, 
2006) when participants are chosen for a specific purpose (Leedy & Ormrod, 2005) 
from a predefined group. An international geographic population of HR professionals 
in shipping industry will be engaged, with the HR professional membership located 
internationally. The researcher has recruited the participants via mails or emails. This 
will contain directions for participating in the pilot study as well as the survey 
questionnaires. The questionnaire includes an e-mail address for participants to use if 
they have specific questions for the researcher. 
The purpose of the pilot study was to ascertain whether the procedures for 
administration and the instruments work the way they are intended to. To test for their 
effectiveness, two pilot studies were compiled. Both were identical in design, but 
were tested differently (see Figure). Originally, fourteen companies were contacted to 
participate in pilot studies, but six declined. The first pilot study was conducted as 
face to face interviews with a designated company representative. This had a 100% 
participation rate. The aim was to analyse the time involved in answering each 
question and to note the level of difficult (E = Easy. M = Moderate, D = Difficulty) 
for each question. The second pilot study was mailed to different companies. This 
was a repeat of the questionnaire in the first pilot study plus an evaluation sheet. This 
was aimed at finding the total time of answering the questionnaire (less than 30 
minutes, approximately 30 minutes and over 30 minutes) and which questions were 
difficult to answer. The total number of replies of this second pilot study was four. 
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Figure No.-4 Two different Pilot studies 
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Once the pilot study was completed, results reported, and the modifications made, the 
researcher commenced with the data collection for the actual research study. 
Similarly sample respondents were selected using purposive sampling. A sample size 
of more than 88 participants will be anticipated to ensure the power of study as 0.90 
assuming that a Pearson correlation effect is 0.30, significance level is 0.05. 
The Study of the Total Time of Completing the Questionnaire 
The total time of completing the questionnaire was expected to be 30 minutes which 
was estimated to be the maximum time needed to answer questions in a mail survey 
(Sukarma, 2000). In the first pilot study, the results of the estimated time from the 
four respondents were 18 minutes 48 seconds, 12 minutes 17 seconds, 14 minutes 4 
seconds, and 20 minutes 41 seconds. The average time to fill but the answers was 16 
minutes and 23 seconds. The respondents evaluated response time as less than 30 
minutes, but the other two took approximately 30 minutes. In conclusion, the 
respondents completed the questionnaire within the estimated time (30 minutes). 
The Study of the Level of Difficulty of Questions 
The evaluation of the level of difficult of each question brought varied results from 
the four respondents. The questions, which dealt with ranking, seemed to be more 
difficult than the open ended and ticking in the box. The easiest type of question was 
Yes/No. The four respondents from the second pilot study noted those questions 
which were most difficult to answer or unclear in intention, and suggested guidelines 
to improve these. 
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Reliability and Validity 
The survey instrument should have validity and reliability. Validity is whether the 
instruments are really measuring what they are supposed to measure. Reliability 
means that the survey instrument is providing a consistent measure. This survey 
instrument measured what it claimed to be measuring thus providing a consistent 
measure indicating that the survey instrument was a valid and reliable instrument.In 
evaluating studies several methodological concerns emerge. Perhaps most important 
are reliability and validity. Reliability of a study depends on the measures of 
constructs or concepts developed for the investigation (Churchill 1979). 
Measurements can be single-item or multi-item measures. Single-item measures 
(single questions) of constructs of multiple characteristics are prone to measurement 
errors. For concepts having a number of similar and dissimilar features such as HRD 
constructs, the focus of this research, multi-item measures serve better to understand 
these concepts. In other words, the number of items to measure a single phenomenon 
is increased to build a stronger measure leading to better reliability. Reliability tends 
to increase as number of items in a combination increases (McPhail 2003). 
Reliability assessment is a core component of social and marketing research and can 
be incorporated easily into direct observations for determining optimal levels of 
performance. However, only 48% of the studies (excluding those using computerised 
assessment) reported reliability measures on the comparison assessment. Results were 
worse for assessing the social importance of the effects (28 % reporting reliability) 
the social significance of the goals (4% reporting reliability), and validation of the 
appropriateness of procedures (8% reporting reliability). Several procedures have 
been used that can provide reliability of the questionnaire measurement methods 
(Peter 1979) including test-retest odd-even Kendall's coefficient Pearson r 
coefficient and the equivalent-forms method. Social validation procedures are valid to 
the extent that they measure what they claim to measure. It is critical that good 
internal and external validity be estate" fished for social validation procedures. The 
external validity of the assessment procedures reviewed here is questionable. The 
dimensions researchers believe they are measuring may have little relation to what is 
actually being measured and that face validity is inadequate as the sole criterion for 
evaluating the validity of assessment devices. (McClintock 2005: 13-33) 
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One way to assess validity would be to have the social validation assessment 
developed or reviewed by a panel of "experts" or judges who are not involved directly 
in the research. Another method would be to have a social validation assessment of 
the social validation instrument. For instance after responding to a questionnaire 
raters would respond to a second questionnaire that told them the purpose of the first 
questionnaire and asked them to rate how well they thought the questions assessed the 
purpose. In addition researchers need to be aware of halo effects biases toward 
leniency or severity, central tendency responses and position or proximity biases of 
raters which may artificially enhance the reliability of measurement without 
improving response accuracy or validity. A study can be reliable but not valid and it 
cannot be valid without first being reliable. We cannot assume validity no matter how 
reliable our measurements are. There are many different threats to validity as well as 
reliability, but an important early consideration is to ensure we have internal validity. 
This means that we are using the most appropriate research design for what we're 
studying (experimental quasi-experimental survey qualitative or historical) and it also 
means that we have screened out spurious variables as well as thought out the 
possible contamination of other variables creeping into our study. Anything we do to 
standardise or clarify our measurement instrument to reduce user error will add to our 
reliability. There are four good methods of measuring reliability: Test-retest multiple 
forms interrater & split-half As well as there are four good methods of estimating 
validity: face content criterion & construct. We often try to do it in a way that enables 
us to make statements about people at large. How well we can do this is referred to as 
study's generalisability. A study that readily allows its findings to generalise to the 
population at large has high external validity. To the degree that we are successful in 
eliminating confounding variables within the study itself is referred to as internal 
validity. External and interna! validity are not all-or-none black-and-white present-or-
absent dimensions of an experimental design. Validity varies along a continuum from 
low to high.For this reason, cronbach alpha(a) has been computed for the entire dta 
set of 69 questions and the figure is 0.838. For each of the internal groups it is 
0.69,0.79,0.82,0.70 respectively. 
For validation purposes sample questionnaire was submitted to the panel of "experts" 
who were not involved directly in the research. After their approval, the survey was 
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conducted with two respondents. After the questions were answered the researcher 
asked the respondents for any suggestions or any necessary corrections to ensure 
further improvement and validity of the instrument. The researcher again examined 
the content of the questionnaire questions to ascertain the reliability of the instrument. 
The researcher excluded irrelevant questions and changed words that were deemed 
difficult by the respondents.The questionnaire,a tested survey tool employed in prior 
international and cross-cultural research studies, can be deemed as a reliable 
instrument. Beyond this, using tested instruments offer a few more advantages. It 
allows easier detection of similarities and differences of the results of the studies 
and thus contributes to broader scientific understanding of the research question. 
The research processes, such as sampling, data collection and analysis can be 
constructed around a valid and tested methodology. The difficulties and problems 
while conducting cross-cultural studies can be countered more effectively. 
This, however, depends on the accessibility to previous researches and the 
consent from the researchers to use the outcomes of their study. 
Minimising survey errors 
Survey research is basically a primary data collection method from a sample 
population using questionnaires and is susceptible to various forms of errors, if not 
avoided, these would diminish the validity and reliability of the research. Survey 
errors are classified as random sampling and systematic errors. Since the sample 
companies are part of a larger population, random sampling error may arise. 
Systematic errors emerge when the research design is imperfect or executed 
improperly (McPhail 2003). These are based on respondent's indifference (non-
response) and bias or researcher's administrative flaws. To prevent non-
responsiveness, all participants were informed about the purpose, procedure and the 
possible benefits of the research to their organisations in form of an introductory 
letter prior to questionnaire mailing. 
At this point, it is denoted that despite taking the aforementioned measures, the initial 
response rate was low and it was decided to interview managers personally and 
getting the managers to fill the survey questionnaires during the interview. Though the 
cost impact was considerable, the method ultimately contributed to minimise survey 
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errors. Beyond this, measures such as second contacts, incentives and respondent 
friendliness (McDaniel & Gates 1999) which encourage the sample to respond, was 
also practised. Finally, to ensure the error free and complete direct data entry to the 
computer, some randomly selected entries from the SPSS master file were visually 
cross-checked against the corresponding ratings in the questionnaire. 
The design of the questionnaire is a major determinant factor for error free 
measurement. Self administered questionnaires are often used by HRM consultants 
and managers to understand employee perceptions (Zikmund 2002). Many aspects of 
the questionnaire can be shaped to create trust and influence respondents (Dillmann 
2000). Using two well tested survey instruments and face to face interaction with 
managers helped to create trust and contributed to minimise survey errors. And finally, 
a strategy used to increase accuracy and relevance of questionnaires was pre-testing. 
Pre-testing is a process to reduce problems relating to the content of the questionnaire 
(McPhail 2003). Although tested instruments, the drafts of the questionnaires were 
presented to a research professional, two experienced HR managers and a peer 
student of DBA for initial screening. Observing the above mentioned measures 
contributed to enhance the validity and reliability of this research. 
Data Types 
Ordinal data has been collected on the perceptions of the HR professionals. The HR 
professionals' perceptions provide insight about the HRD functions, HR strategies. 
Policies and challenges of HRD in shipping industry. The Likert-type scaled 
questions generate ordinal-level data on factors identified in prior research. Although 
a mean of the question responses can be computed for informational purposes, 
statistical limitations exist for interpreting the results on ordinal variables. 
Additional statistics were computed to augment affirmative responses: frequency 
counts, mean, median, mode, range, and standard deviation. A correlational analysis 
using Spearman's Rho was performed to explore relationships between ordinal 
variables. Chi square tests as tests of association were also conducted to evaluate if 
there is an association between the responses in each group and the characteristiclks 
of the organsiations participating in the exericse, difference in perceptions and beliefs 
of HR professionals among Shipping Companies. 
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The appendix contains tlie complete questionnaire administered to the HR 
professionals. The review of the HR professionals' perceptions of HRD functions, 
HR strategies, policies, organization performance focuses on the responses to 
statements pertaining to the following dimensions within the HRD system of a 
shipping multinational company: 
1. HR Planning 
2. Potential Appraisal 
3. Recruitment and Selection 
4. Career Planning 
5. Role Analysis 
6. Performance Appraisal 
7. learning system 
8. 360 degree Feedback 
9. HRD Climate 
10. Organization Development 
11. Reward and Recognition 
12. Communication 
13. HRD Function 
14. Compensation Practice 
15. Workforce Diversity 
16. New Human Resources Practices 
Human Subjects 
The questionnaire indicates consent and affirms the level of confidentiality provided 
to the respondent. By providing a voluntary response to the questionnaire, the 
respondent implies consent to use the data obtained. An introductory letter along with 
the questionnaire will provide a written explanation of consent by acknowledging the 
participant's understanding of informed consent and are found (Appendix) 
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respectively. Those participating in the research by completing a questionnaire will 
not be subjected to stress, psychological, social, physical, or legal risks greater than 
those encountered during a normal day. Information on how to contact the learner 
was provided in the introductory letter. 
Confidentiality has and will be maintained, and no records will be maintained of e-
mail addresses of respondents to the questionnaire. The introductory letter and the 
questionnaire indicates the importance of confidentiality and the means by which the 
researcher assures confidentiality to participants. Formal files and records for the 
study will be maintained as required by university and research standards for a 
minimum of three years without identifying addresses, organizations, or locations of 
the participant. Upon completion of the holding timeframe, paper copies will be 
shredded, disks will be destroyed through the use of a disk shredder, and computer 
files will be deleted. Privacy of information will be maintained throughout the 
holding timeframe, and no release of confidential information will be allowed without 
proper authorisation. 
Data collection 
The process of collecting primary data was the most difficult part of the research 
process. As briefly mentioned in the research design section, the mode of collection 
was modified because of low response. Although the recipients were pre-informed 
before posting or in several cases e-mailing the questionnaires, for various reasons 
just around 10 percent responded. Consequently, in follow-up contacts, the consents 
of managers for personal meeting were sought to collect structured data using the 
same questionnaires. This method was cost and time intensive, particularly because of 
geographic locations of the companies. Quite often rescheduling of meetings was 
required because of the unavailability of managers and international travel 
constraints thus stretching the time frame to over a year for executing all personal 
interviews. 
Prior to distribution of the questionnaires, in formal meetings and remote 
correspondence, all concerned people were informed about the academic as well as 
economic value of the research, observance of anonymity and the confidentiality of 
acquired company data will be warranted in written form. The prospect of receiving a 
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free copy of the research report was used as a leveraging and motivating tactic to 
increase the response rate. 
While the responses of managers to the two questionnaires were the main source of 
primary data for quantitative analysis, research relevant qualitative information of 
HR experts were also triangulated for drawing conclusions. Apart from these, 
secondary data was obtained from literatures, electronic media, prior research projects 
and similar academic publications. 
Table No.-l 
Data Collection Schedule 
0 
1 
2 
3 
SEARCHING DATA SOURCES AND 
PREPARATION OF QUESTIONNAIRE 
PHASE I: MAIL SURVEY 
PHASE II: MAIL SURVEY 
TELEPHONE SURVEY AND PERSONAL 
INTERVIEWS 
2^°JANUARY-6™APRIL2008 
7™ APRIL -11 ™ AUGUST 2008 
12'"' AUGUST -15™ OCTOBER 2008 
16™ OCTOBER - 23'° JANUARY 2008 
Population and sampling 
Once the research design is determined, the process of sampling follows (Zikmund 
2000). The original plan was to sample all managers from multinationnal 
companies. 
Selecting the sample population primarily amongst the Indian multinational 
companies and not including organisations in the other sectors was not considered as 
an appropriate approach in the research context for two reasons. First, such an 
approach ensures better comparability of the results obtained. Organisational 
structures, strategies, hierarchies and processes of manufacturing entities, 
particularly in the shipping , have more converging characteristics and could 
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differ significantly from that existing in service providing organisations such as 
the IT or telecommunication sectors. Hence collecting and using data and 
information from all types of shipping companies was deemed as a suitable 
methodology for this study. The second reason is embedded in the practicability of 
the data collection process. Unlike the multinational companies, indegenious 
organisationsusually have a concentration of managers and employees working at 
limited locations. In contrast, multinationals, by the nature of their business have a 
large number of offices with lesser number of employees at different locations. There 
is a larger spread or scattering of employees in the multinationals that makes the data 
collection process time-consuming and travel-intensive, especially in cross-
country research. In other words, it is comparatively easier and cost-effective to 
collect research relevant data from the other companies, particularly when it involves 
personal meetings between the researcher and the samples in different 
countries.Furthermore, focussing on the other companies as well also contributes 
to enhance the overall reliability and validity of the study since the outcomes are 
more specific as a contrast to the multinational companies. Simultaneously, this 
approach offers additional opportunity for further research on HRM practices of 
shipping organisations within the service sector. The rapid growth of IT and 
telecommunication sector in India provides adequate justification for similar research 
studies. 
To identify the firms, information from corresponding chambers of commerce as 
well as internet home pages were referred. As the research objective is to investigate 
HRD practices only such firms were classified as relevant and to ensure 
comparability, only companies with autonomous HR department and an overall 
employee strength of 200 and above considered. 
From the total population some were selected as the sample and questionnaires mailed 
requesting for responses. Experiencing a very low response rate, as mentioned 
before, adjustments had to be made to the original sampling plan. As in the 
"BIHRMP" project (Von Glinow et al. 2002) convenience sampling and personal 
contacts was favoured instead of random sampling. The alternate strategy of personal 
interviewing using the two questionnaires as interview protocols, though associated with 
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additional travel time and cost, lead to substantial increase of the response rate. Table 
2 shows the actual numbers of valid responses returned. Among the 298 
questionnaires received back through e-mails as well as by normal mails, as well as 
personal interviews, thirty seven were discarded for incompleteness. 
Table No.- 2 
Category wise Questionnaire Administration 
Type of 
Organsia-
tion 
aovemment 
'rivate 
Sector 
Vlultinational 
Blank 
questi-
onnaires 
admin-
istered 
and sent 
out 
100 
100 
350 
N-
Usable 
questio 
nnaires 
42 
55 
165 
% of usable 
questionnaires 
42% 
55% 
47% 
Work 
Experienc 
e 
Less 
Medium 
High 
Blank 
questio 
nnaires 
adminis 
tered 
and 
sent out 
250 
150 
150 
N 
133 
65 
64 
% of 
usable 
questio 
nnaires 
53% 
43% 
43% 
Age 
Young 
Middle 
Elderly 
Blank 
question 
naires 
administ 
ered and 
sent out 
200 
250 
100 
N 
103 
110 
49 
% of 
usable 
question 
naires 
52% 
44% 
49% 
Data preparation and analysis 
Before entering the collected responses for computing, the raw data needs to be 
prepared in a form and order to increase the usability and completeness. In following 
sections the process of editing, coding and analysis in the research context is 
explained. 
Editing 
First, the returned questionnaires were visually verified for completeness. In a few 
cases clarification of ambiguous answers was needed and undertaken while in three 
cases, due to anonymity of the respondents this was not possible. The data was then 
subjected to in-house editing in order to convert raw data into computable 
information (McPhail 2003). Editing is "adjusting data for omissions, legibility and 
consistency" (Zikmund 2002, p. 454). Given the predictable and manageable number of 
questionnaires, an editor's manual was viewed as dispensable, though fixed rules were 
defined and observed. 
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Coding 
Coding is a process of assigning numerical values or character symbols, generally to 
answers of the survey questions for subsequent computer based analysis. Particularly, in 
quantitative studies, it facilitates researchers to analyse and interpret meanings fast since 
computers can more efficiently manipulate numeric codes than alphanumeric language 
(Davis 1996). The questionnaires contain fixed alternative questions and the 
respondents are provided five response categories coded "one" to "five" for each 
question based on an attitude measurement scale. In addition, the coding procedures 
required for Statistical Package for Social Science (SPSS) was observed to conduct 
descriptive, frequency and correlation analysis as well as Chi-Square tests for 
significant differences. 
The Role of the Researcher 
As the primary instrument for data collection and analysis, the assumption is that the 
researcher may carry a certain amount of biases at the outset of the study. Locke et al. 
(1987) states that as long as the researcher is open about his or her own potential 
biases, his value and judgment of the study can be useful and positive. Stake (1995) 
has suggested that research is not helped by making it appear value free. The 
researcher values the input provided by the participants and the opportunity to collect 
their perceptions through both personal and telephone interviews. Great efforts were 
made by the researcher to be objective during the interviews. 
First, as an HRD practitioner and graduate student in human resource development, 
the researcher's theoretical perspective on HRD concepts and practices has been 
developed based on the foundational theories that have been developed in the U.S. 
(E.g., Swanson and Holton, 2001), and so the researcher was careful to not put words 
in the interviewee's mouths when they were unable to find the adequate terminology 
to describe their experiences and not associate participants' experiences with the 
researcher's own expenences. 
And second, the researcher was explicit and as self aware as possible about personal 
assumptions and biases and how they could come into play during the study. While 
the researcher was very explicit about his own cultural background during the 
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collection phase, a low level of personal exposure was maintained in terms of his 
political ideology. In spite of the present researcher's effort to maintain objectivity 
during the data analysis phase, the researcher's perspective on culture and political 
ideologies, organizations, and HRD substantially influenced the interpretation of the 
data gathered. 
In terms of researcher's knowledge, skills and competence to conduct the interviews, 
Kvale (1996) proposed the following qualification of a good interviewer: being 
knowledgeable, gentle, sensitive, open, steering, critical, remembering and 
interpreting. With this in mind, the present researcher conducted the study with the 
following values: to be knowledgeable with the background literature, systematic in 
collecting data, objective interpreter meaning, and insightful in reporting findings. In 
order to assess the researcher performance, audiotape recordings and interview 
transcripts will be made available. Participants' own responses were used to provide 
direct data support for interpretations and a clear trail for all the study's assertions. 
Data Analysis 
The questionnaire responses provide review of data based on the perceptions of the 
HR function, strategies and etc. An assessment of the data and identifying the most 
important responses will provide the mean, median, and mode of the study. The 
design of the survey statements supports the ability to interpret data for analysis and 
review. The use of Spearman's Rho allows for comparisons of one ordinal variable 
associated with another to identify relationships through the analysis of quantitative 
data. 
The questionnaire contains two parts. The first part includes demographic information 
of the organization. The second part includes 18 categories, 69 statements. Those 
statements are ranked on a Likert-type ordinal scale investigating the beliefs and 
perceptions of HR professions of HRD in shipping companies. The Likert-type scaled 
questions will be coded on a scale of 1 to 5, with 1 = Strongly Disagree, 2 = 
Disagree, 3 = Neutral, 4 = Agree, and 5 = Strongly Agree. Missing values were 
assigned to N/A responses. Ordinal variables will allow for centricity evaluation 
initially and then for dispersion (Schmidt, 2008). 
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As the specific objectives of the research are to study existing HRD Practices -
''Design of Questionnaire" as above, has been further classified as under according to 
Variables and Hypotheses. 
Table No.-3 
Cross Reference between HRD dimension groups & Questionnaire items 
S.No. 
1. 
2. 
3. 
4. 
5. 
a) 
b) 
c) 
d) 
e) 
Dimensions (independent, 
intermediating & 
dependent) and Null 
Hypotheses (HO) 
Human Resource Planning 
Performance Appraisal 
Systems 
Motivational Levels 
Learning and Development 
HR Climate 
HRD Functioning 
Career Management 
Organiational Values 
HR Communication 
Reference only ;to gather the 
opinion 
Set of Questions (Q) 
1,2,3,4,8,9,60,61 
6,7,16,17,19,20,21,28,31,58,65,66,67 
3,34,43,44,45,46,51,52,57,69 
5,15,23,24,25,26,27,30,35,37,62,63,64 
32,53,54,68 
10,11,12,14 
38,39,40,41,42 
18,47,48,49,50 
13,22,29,36,59 
After collating the results several parametric and non parametric statistical tests were 
employed to test the applicable hypothesis and to conclude their validation or 
otherwise. An overall representation has been given indicating the status of each of 
them which highlights the relevance of the responses received within the context of 
the Multinational Shipping companies. 
Analysis process begins with entering of completed questionnaires containing 
"usable" data into SPSS. Descriptive analysis refers to the transformation of raw data 
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into understandable and descriptive information and helps to understand how the 
sample population behaves and what its characteristics are. The intent of this study 
being to explore the differences across the two countries in terms of HRM practices 
and diversity climate, descriptive arialysis techniques were used to determine 
differences within as well as between the two countries. The mean values, along with 
their standard deviations, for the respective items were compared to interpret 
differences for research issues one to five. Furthermore, to test significant 
differences of perceptions between the managers, Chi-Square tests within the cross-tab 
functions of SPSS were conducted using quantitative data. Chi-Square tests were 
undertaken for all the five research issues 
The design of the statements captures the beliefs and perceptions of HR professionals 
in the shipping industry. The data collected will generate insights into the beliefs and 
perceptions of the HR professionals in shipping industry. Data analysis will generate 
the average level of beliefs and perceptions of HR professionals on HR function, HR 
strategies and organization performance; the data analysis will also provide an 
indication, or absence, of an association, between the various groups, of different 
dimensions of HRD. 
Ethical considerations 
At the very out set of this section it need to be noted that this study, although 
business research, was carried out primarily to fulfil academic requirements. 
Consequently, it can be assessed that among the three participants, namely the 
researcher, respondents (subjects) and the non sponsoring shipping firms (potential 
beneficiaries), the latter two are free of duress and compulsion to pledge compliance. 
As the main stakeholder, the researcher was extremely concerned to observe all ethical 
codes of behaviour in personal interest, lest the outcome for the researcher will be 
detrimental. Even otherwise, the research methodology addresses caution to maintain 
privacy of the research subjects, protect confidentiality of the collected data and 
sources and exclude every possibility of psychological, physical and social risks to 
respondents. The researcher comprehends privacy as a basic right of every subject. 
No form of contacts with the respondents using obtrusive methods or tactics was 
exercised to coerce co-operation or participation. The methodology is based on 
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willing consent wherein the individual is expected to provide truthful answers without 
relinquishing confidentiality and anonymity (Zikmund 2003). Respondents' rights to 
retreat at any time of the study without any form of adverse consequences to them is 
deemed as irrevocable and accordingly manifested. To warrant confidentiality, the 
researcher's commitment in written form not to disseminate survey results to third 
parties was included in the questionnaires. Similar declaration was made also to the 
interviewed persons. In addition, the questionnaires contained neither names of 
persons nor respondent codes for observing principle of anonymity. This measure, 
though, was a constraint to follow up the recollection of questionnaires and needed 
clarification of respondents' opinions. As counter measures to this limitation, detailed 
briefing about the questionnaire contents and the purpose of the research was 
provided to all participants and finally, the purpose of this research was explained 
without tactics of deception and concealment prior to data collection. The 
obligation of the researcher to be objective, unbiased and ethical in every step and at 
every stage of the research was contemplated as key to elicit co-operation and trust of 
the respondents. 
Limitations of the Research 
As in all cross-country studies, the language used is critical for reliable results. The 
management cadre generally has good English language proficiency but there were 
exceptions. This limitation also occurs in the Indian context, though the working 
population has sound English language skills. Such situations where the English 
language appeared to be an impediment, the questionnaire in the local language was 
provided using the method of back translation to eliminate misinterpretation of 
meanings. Second, cultural divergences may also conjure differing attitudes and 
opinions to same subject of inquiry. Such occurrences can affect researcher's 
interpretation of answers (Beardwell & Holden 1996) leading to discrepancies in 
the deductive reasoning of results. The researcher's work experience and affiliation to 
the shipping industry helped to ameliorate the negative impacts on content validity. 
Another limitation was the low number of specific studies or comparative analysis 
conducted until now. This situation implies that it is difficult to compare the current 
study's results with appropriate comparison research. As assumed in the "best 
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practices project", collecting data solely from managers is expected to improve 
comparability (Geringer et al. 2002). 
Conclusion 
The research methodology chapter explains the important elements and activities of this 
study to a reasonable length. Beginning with the objectives of and the principles on 
which the entire research study is based and the design and the considerations in 
implementing the instrument used In this study, it provides the justification to the 
realism paradigm adopted and outlines the methodology. In subsections of the research 
design, deliberations relating to reliability and validity issues and advantages of the 
survey methodology have been are provided. It also discusses the questionnaire 
design and substantiates its relevance while explaining the measures followed to 
minimize survey errors. 
Summary 
A quantitative research approach will be used to assess the believes and perceptions 
of HR professionals about the HR function, HR strategies, HR policies and 
organization performance in shipping industry. The methodology supports generating 
insights on the average belief and perception of HR professionals on HR function, HR 
strategies, HR policies and organization performance in shipping industry; this also 
allows the researcher to evaluate the relations between the multidimensions of HRD 
in shipping industry. The application of a quantitative approach provides a means of 
collecting data not available in prior qualitative or quantitative studies. The data to be 
collected will provide for future opportunities and provide a foundation for future 
research on HR function, HR strategies, HR policies and organization performance in 
shipping industry. The quantitative data analysis and results will be presented in next 
chapter. 
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CHAPTER-4 
ANALYSIS OF DATA 
This chapter begins with outlining the data profile of the respondent in terms of the 
organizations they represent, their work experiences and their age groups which have 
been the various categories in which they have been divided. The total number of 262 
responses include each of the 69 questions mentioned in the instrument administered 
to them. These questions are divided into five groups as given below: 
(i) HR planning 
(ii) Appraisal system 
(iii) Motivational Levels 
(iv) Learning and Development 
(v) HR climate-This, in turn, is classified further into four sub 
divisions as follows; 
• HR Functioning 
• Career Development 
• Organisational Values 
• Employee Communication 
Information recorded from respondents is classified into three categories namely type 
of organization, experience of respondent and the age of respondent. The same is also 
presented with the help of tables and diagrams as well as analysed using statistical 
tools, percentages arithmetic mean and standard deviation. For further analysis 
Cronbach's alpha test is used. For testing null hypothesis chi-square tests have been 
employed. Scatter diagrams have also been generated to highlight the degree of 
correlation between two variables. 
Principally, the various categories are as follows: 
Type of 
Organisation 
Work 
Experience 
Age 
Government 
Less(less than 10 
years) 
Young(less than 
30 years) 
Private Sector 
Medium(between 
10-20 years) 
Middle(between 30-
45 years) 
Multinational 
High(20 years and 
greater) 
Elderly(45 years 
and greater) 
Classification of data 
Type of Organisation 
Information about type of organization is obtained from all respondents and is 
classified as given below: 
Distribution of respondent 
Organisation 
Government 
Multi-national companies-
Foreign Origin 
Private Sector-Indian Origin 
Total 
Table No.-4 
ts according to Organization and Satisfaction Score 
Number of Respondents 
142 
165 
55 
262 
Score of Satisfaction 
54.13 
58.82 
57.94 
57.88 
Above table indicate that out of 262 respondents, 142 respondents are from 
government organizations, 165 respondents from multinational companies of foreign 
origin and remaining 55 respondents from Indian private sector companies. Above 
information is presented with the help of pie diagram as given below; 
Figure No.-5 
Respondents According To Organisation 
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Experience of Respondents 
Information about experience of respondents is also recorded and classified into three 
groups. Respondents whose experience is up to 10 years are classified in to first 
group called as 'LESS experience', respondents of experience more than 10 years but 
less than 20 years are classified in to second group called 'MEDIUM experience' and 
all remaining respondents of experience 20 years and more are classified in to third 
group called 'HIGH experience'. 
Table No.-5 
Experience 
Less 
Medium 
High 
Total 
Number of Respondents 
133 
65 
64 
262 
Score of Satisfaction 
58.70 
56.59 
57.49 
57.88 
Figure No-6 
Respondents According To Experience 
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Age of F^espondents 
Age of respondents is also recorded and classified in to three groups. Respondents of 
age up to 30 years are classified into first group called 'YOUNG age group', 
respondents of age 31 years to 45 years are classified into second group called as 
'MIDDLE age group' and remaining respondent of age 46 years and above are 
classified into third group called 'ELDERLY age group'. 
Age 
Young 
Middle 
Elderly 
Total 
Distribution of res 
Table No.- 6 
Dondents according to Age and Satisfaction Score 
^i^Pl^l& 
103 
110 
49 
262 
1 ". " v'?5f^i|Kw'tllf ^^l^. l l lWI^IlpK'^ '••1 
59.48 
56.52 
57.60 
57.88 
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Figure No.-7 
Respondents According To Age 
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Further, the percentage satisfaction scores and standard deviation of all the 
respondents have been also been grouped together under each of the HR elements and 
is represented below. A total score, on the entire HRD dimension set, has been 
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obtained to be 57.88%.The individual score in each of the groupings has also been 
calculated and given in the below table along with their consolidated group standard 
deviations. 
Table No.-7 
Satisfaction Score of Different Groups 
Group 
HR Planning 
Performance 
Appraisal Systems 
Motivation 
Learning and 
Development 
HR Climate 
Total 
Number of 
Respondents 
262 
262 
262 
262 
262 
262 
64.81 
49.97 
66.33 
46.80 
63.83 
57.88 
Standard 
Deviation 
8.35 
7.71 
10.32 
10.23 
8.10 
6.44 
Figure N0.-8 
Mean of Satisfaction score of different groups 
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The following figures indicate the mean individual scores under the group of "HR 
Planning" along with their respective standard deviation. 
Table N0.-8 
Questions and their Response for the group HR Planning 
Questions Number 
Qi 
Q2 
Q3 
Q4 
Q8 
Q9 
Q60 
Q61 
Total 
Number of 
Respondents 
262 
262 
262 
262 
262 
262 
262 
262 
262 
72.2 
64.4 
68.2 
88 
70.4 
33.4 
50 
71.8 
64.81 
Standard Deviation 
25.4 
22.2 
22.6 
15.6 
22.8 
14.4 
21.6 
23.4 
8.35 
Figure No.-9 
Mean According To Response of Questions based on HR Planning 
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The following figures indicate the mean individual scores under the group of 
"Performance Appraisal systems" along with their respective standard deviation. 
Table No.- 9 
Questions and their Responses for the group Performance Appraisal System 
Question Number 
Q6 
Q7 
Q16 
Q17 
Q19 
Q20 
Q21 
Q28 
Q31 
Q58 
Q65 
Q66 
Q67 
Total 
Number of 
Respondents 
262 
262 
262 
262 
262 
262 
262 
262 
262 
262 
262 
262 
262 
262 
63.4 
66.2 
31.2 
53.6 
35.2 
39 
34.4 
76.2 
32.4 
60.4 
37 
78 
42.6 
49.97 
Standard Deviati 
23.6 
20.4 
14.2 
20 
19.8 
21.2 
16.4 
19 
16.4 
21.4 
16.6 
19 
20.2 
7.71 
Figure No.-lO 
Mean According To Response of Questions based on Performance Appraisal 
Systems 
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The following table as well as the diagram indicate the mean individual scores under 
the group of "Motivational Levels " along with their respective standard deviation. 
Table No.-10 
Questions and their Responses for the group Motivational Levels 
Question Number 
Q33 
Q34 
Q43 
Q44 
Q45 
Q46 
Q51 
Q52 
Q57 
Q69 
Total 
Number of 
Respondents 
262 
262 
262 
262 
262 
262 
262 
262 
262 
262 
262 
§.-;••' :M?3Wife^?:iia 
84.6 
78 
72.2 
78 
84 
43 
64 
36.8 
60.4 
62 
66.33 
Standard 
Deviation 
16.8 
16.8 
23.4 
20.4 
17 
22 
26.6 
20.2 
23.8 
20.4 
10.31 
Figure No„-ll: 
Mean According To Response of Questions based on Motivational Levels 
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The following table as well as the diagram indicate the mean individual scores under 
the group of "Learning and Development Systems " along with their respective 
standard deviation. 
Table No.-ll 
Questions and their Response for the group Learning and Development 
Question Number 
Q5 
Q15 
Q23 
Q24 
Q25 
Q26 
Q27 
Q3() 
Q35 
Q37 
Q62 
Q63 
Q64 
Total 
Number of 
Respondents 
262 
262 
262 
262 
262 
262 
262 
262 
262 
262 
262 
262 
262 
262 
^SMe^pfc'fl?^ 
32.8 
33.2 
32.6 
28.4 
32.2 
36.4 
64 
78 
80.4 
36.6 
53.8 
63.8 
36 
46.80 
Standard 
Deviation 
18 
19.8 
16 
13.2 
15.8 
18.8 
29.6 
24.2 
19.6 
19.6 
28.4 
30.6 
19.4 
10.23 
Figure No.-12 
Mean According To Response of Questions based on Learning and Development 
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The following table as well as the diagram indicate the mean individual scores under 
the group of "HR Climate " along with their respective standard deviation. Since this 
group is divided into four sub groups the questions , as applicable, are as per the same 
segregation. 
Group-HR Climate- 1 
Table No.-12 
Questions and their Response for the sub-group HR Functioning 
Question Number 
Q32 
Q53 
Q54 
Q68 
Total 
Number of 
Respondents 
262 
262 
262 
262 
262 
^m^^mm^m 
34.2 
74.8 
47.8 
48.4 
51.34 
Standard 
Deviation 
17.6 
27 
29.2 
24.6 
15.85 
Figure No.-13 
Mean According To Response of Questions based on HR Functioning 
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The following table as well as the diagram indicate the mean individual scores under 
the group of "HR Climate " along with their respective standard deviation. Since this 
group is divided into four sub groups the questions, as applicable, are also divided as 
per the same segregation. 
Group-HR Climate- 2 
Table No.-13 
Questions and their Response for the sub group HR Career Management 
Question Number 
QIO 
Qll 
Q12 
Q14 
Total 
Number of 
Respondents 
262 
262 
262 
262 
262 
-'3|c«9^riilimetiaP -
35.4 
54 
56 
60.8 
51.51 
Standard Deviation 
17.6 
27.8 
26 
22.6 
15.71 
Figure No.-14 
Mean According to Response of Questions based on Career Management 
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The following table as well as the diagram indicate the mean individual scores under 
the group of "HR Climate " along with their respective standard deviation. Since this 
group is divided into four sub groups the questions , as applicable, are also divided as 
per the same segregation. 
Group-HR Climate- 3 
Table No.-14: 
Questions and their Response for the sub group Organisational Values 
Question Number 
Q38 
Q39 
Q40 
Q41 
Q42 
Total 
Number of 
Respondents 
262 
262 
262 
262 
262 
262 
35.20 
84.2 
85 
83 
87 
74.90 
Standard Deviation 
19 
16.4 
17.4 
17 
15 
8.75 
Figure No.-15 
Mean According To Response of Questions based on HR Organisational Values 
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The following table as well as the diagram indicate the mean individual scores under 
the group of "HR Climate " along with their respective standard deviation. Since this 
group is divided into four sub groups the questions , as applicable, are also divided as 
per the same segregation. 
Group-HR Climate- 4 
Table No.-15 
Questions and their Response for the sub group Employee Communication 
Question Number 
Q18 
Q47 
Q48 
Q49 
Q5() 
Total 
Number of 
Respondents 
262 
262 
262 
262 
262 
262 
" • . , * « > % » . - - ' ' " ^ ^ ~ ^ " ' 
53.4 
75.2 
77.2 
72 
85.2 
72.61 
Standard 
Deviation 
29.2 
21.6 
22.6 
25.6 
19 
12.03 
Figure N0.-I6 
Mean According To Response of Questions based on Employee Communication 
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Hypothesis Testing 
There are totally six groups of hypothesis in which each of the variables, ie the type of 
the organization represented by, the work experiences of and the age groups of the 
respondents is tested with respect to a particular group. 
These groups are as follows: 
1) Grand Level 
2) HR Planning 
3) Performance Appraisal Systems 
4) Motivational levels 
5) Learning and Development Systems 
6) HR Climate 
The last group, ie HR Climate, is further divided into four sub groups as follows: 
1)HR Functioning 
2) Career Management 
3) Organisational Values 
4) Employee Communication 
Hence a combination of totally ten groups and sub groups are tested over three 
variables which reveal a total of thirty hypotheses. 
Each of them is tested for validity and the results are given below. 
Hypothesis 1: 
HQI : There is No Association between the overall Level of Satisfaction with the entire 
HFD dimension set and Type of Organisation. 
Hil: There is an Association between overall Level of Satisfaction with the entire 
HRD dimension set and Type of Organisation. 
108 
Table No.-16 
Level of Satisfaction and Type of Organisation 
Organisation 
Government 
Multi-national company 
Private Sector 
Total 
ifM^^PKW 
10 
21 
5 
36 
Medium 
32 
118 
45 
195 
High 
0 
26 
5 
31 
Total 
42 
165 
55 
262 
Figure No.-17 
Level of Satisfaction and Type of Organisation 
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To test above null hypothesis chi-square test is applied and results of the test are as 
given below: 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
FLesuhof test 
Conclusion 
STATUS 
12.16 
4 
9.49 
Rejected 
There is association 
REJECTED 
The null hypothesis is rejected and the alternate hypothesis, of some association being 
there between the level of satisfaction and the type of organization is accepted. 
This indicates that there is some association between the overall HRD satisfaction 
score with respect to the type of the organization and the satisfaction score does 
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depend on the type of the organization. To put this across differently, different types 
of organizations have different satisfaction scores. The one for the government is the 
least. 
Hypothesis- 2 
Ho2: There is No Association between Level of Satisfaction of HR Planning and the 
Type of Organisation. 
H|2: There is an Association between Level of Satisfaction of HR Planning and the 
Type of Organisation. 
Table No: 17 
Level of Satisfaction with HR Planning and Type of Organization 
Type of Organisation 
Government 
Multi-National Company 
Indian Private Sector 
Total 
f 
8 
26 
5 
39 
Medium 
33 
115 
44 
192 
High 
1 
24 
6 
31 
Total 
42 
165 
55 
262 
Figure N0.-I8: 
Level of satisfaction of HR Planning and type of Organisation 
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To test above null hypothesis chi-square test is applied and results of the Test is as 
given below: 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
6.84 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of no association being there between the satisfaction score of the 
HR planning group and the type of the organization is accepted and the alternate 
hypothesis of some association being there between the satisfaction score of the HR 
planning group and the type of the organization is rejected. Hence this implies All 
companies of the industry, regardless of their types, are involved with HR planning to 
a similar extent. 
Hypothesis 3 
Ho3: There is No Association between Level of Satisfaction of Performance 
Appraisal System and Type of Organisation. 
Hi 3: There is an Association between Level of Satisfaction of Appraisal System with 
the Type of Organisation. 
Table No.-18 
Level of Satisfaction with performance appraisal system and Type of 
Organisation 
Type of 
Organisation 
Government 
Multi-National 
Company 
Private Sector 
Total 
. ?Lo^y;^': 1' 
19 
19 
1 
39 
Medium 
23 
116 
42 
181 
High 
0 
30 
12 
42 
Total 
42 
165 
55 
262 
HI 
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To test above null hypothesis chi-square test is applied and results of the test are as 
given below: 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
FLesultoftest 
Conclusion 
STATUS 
43.63 
4 
9.49 
Rejected 
There is association 
REJECTED 
The null hypothesis of no association being there between the performance appraisal 
systems and the type of organization is rejected and the alternate hypothesis, of some 
association being there between the level of satisfaction with the performance 
appraisal system and the type of organization is accepted. 
Hypothesis 4 
Ho4: There is No Association between Level of Satisfaction of Motivational levels 
and the Type of Organisation. 
Hi4: There is an Association between Level of Satisfaction of Motivation and Type 
of Organisation. 
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Table No.-19 
Level of Satisfaction of Motivation Levels and Type of Organisation 
Type of 
Organisation 
Government 
Multi-National 
Company 
Private Sector 
Total 
9 
21 
4 
34 
Medium 
29 
104 
48 
181 
'v- •x'fligh-:--: 
4 
40 
3 
47 
Total 
42 
165 
55 
262 
Figure No.- 20 
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To test above null hypothesis chi-square test is applied and results of the test are as 
given below: 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
17.30 
4 
9.49 
Rejected 
There is association 
REJECTED 
The null hypothesii. of some association being there between the level of satisfaction 
levels of motivation within the employees and the type of organization is rejected 
and the alternate hypothesis, of some association being there between the level of 
satisfaction levels of motivation within the employees and the type of organization is 
accepted. 
Hypothesis 5 
Ho5: There is No Association between level of satisfaction with the Learning and 
Development systems and the Type of Organisation. 
Hi5: There is an Association between Level of Satisfaction of Learning and 
Development systems and Type of Organisation. 
Table No.-20 
Level of Satisfaction of Learning and Development systems and Type of 
Organisation 
Type of Organisation 
Government 
Multi-National Company 
Private Sector 
Total 
6 
18 
6 
30 
Medium 
36 
129 
47 
212 
High 
0 
18 
2 
20 
Total 
42 
165 
55 
262 
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Figure No.- 21 
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To test above null hypothesis chi-square test is applied and results of the test are as 
given below: 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
7.44 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesizes of no association being there between the satisfaction levels 
with the learning and development systems and the type of the organization is 
accepted and the alternate hypothesis of some association being there between 
satisfaction scores of the learning and development systems and the type of 
organization is rejected. All companies of the industry, regardless of their types, 
exhibit a similar level of the satisfaction levels with the learning and development 
systems 
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Hypothesis 6 
Ho6: There is No Association between the Level of Satisfaction with the HR climate 
and the Type of Organisation. 
Hi6: There is an Association between Level of Satisfaction with the HR climate and 
the Type of Organisation. 
Table N0.-2I 
Level of Satisfaction of HR Climate and Type ol 
Type of Organisation 
Government 
Multi-National Company 
Private Sector 
Total 
3 
19 
11 
33 
Medium 
34 
112 
37 
183 
Organisation 
High 
5 
34 
7 
46 
Total 
42 
165 
55 
262 
Figure No.-22 
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To test above null hypothesis chi-square test is applied and results of the test are as 
given below: 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
6.80 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of No Association being there between the level of satisfaction 
with the Learning and Development systems and the Type of Organisation is 
accepted and the alternate hypothesis of an association being there between the level 
of satisfaction with the learning and development systems and the type of 
organization is rejected. 
Hypothesis 7 
Ho7: There is No Association between the overall Level of Satisfaction with the entire 
HRD dimension set and the work experience . 
Hi?: There is an Association between overall Level of Satisfaction with the entire 
HRD dimension set and the work experience . 
Table No.-22 
Grand Level of Satisfaction and Work Experience 
Experience 
Less 
Medium 
High 
Total 
16 
13 
7 
36 
Medium 
98 
47 
50 
195 
High 
19 
5 
7 
31 
Total 
64 
133 
65 
262 
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Figure No.-23 
Grand Level of Satisfaction and Work Experience 
100 
90 
80 
70 
60 
50 
40 
30 
20 
10 
0 
•i-J i^fe 
Less Medium 
Experience 
High 
To test above null hypothesis chi-square test is applied and results of the test are as 
given below: 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
4.33 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of No Association being there between the overall Level of 
Satisfaction with the entire HRD dimension set and the work experience is accepted 
and the alternate hypothesis of an Association between overall Level of Satisfaction 
with the entire HRD dimension set and the work experience is rejected. 
Hypothesis 8 
Ho8: There is No Association between Level of Satisfaction with the HR Planning 
and the work experience. 
H\8: There is an Association between Level of Satisfaction of HR Planning and the 
work experience. 
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Table No.-23 
Level of Satisfaction with HR Planning and Work Experience 
Experience 
Less 
Medium 
High 
Total 
Low 
22 
10 
7 
39 
Medium 
93 
49 
50 
192 
High 
18 
6 
7 
31 
Total 
64 
133 
65 
262 
Figure No.-24 
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To test above null hypothesis chi-square test is applied and results of the test are as 
given below: 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
2T2 
4 
9.49 
Accepted 
There is no association 
ACCEPTED 
.... 
The null hypothesis of no association being there between the satisfaction level with 
the HR planning and the work experience is accepted and the alternative hypothesis 
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of an association being there between the satisfaction level with HR planning and 
work experience is rejected. 
Hypothesis 9 
Ho9: There is No Association between Level of Satisfaction of Appraisal System and 
the work experience. 
Hi9: There is an Association between Level of Satisfaction of Appraisal System and 
work experience 
Level of Satisfaction o 
Experience 
Less 
Medium 
High 
Total 
i-'^^^^^^^W, 
20 
11 
8 
39 
Table No.- 24 
•Appraisal Systen 
Medium 
90 
44 
47 
181 
1 and Work Experience 
High 
23 
10 
9 
42 
Total 
64 
133 
65 
262 
Figure No.-25 
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To test above null hypothesis chi-square test is applied and results of the test are as 
given below : 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Resuhoftest 
Conclusion 
STATUS 
0.96 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of No Association being there between the Level of Satisfaction 
with the performance appraisal system and the work experience is accepted and the 
alternate hypothesis of an Association being there between Level of Satisfaction with 
the performance appraisal system and the work experience is rejected. 
Hypothesis 10 
HolO: There is No Association between Level of Satisfaction of Motivational levels 
and work Experience. 
Hi 10: There is an Association between Level of Satisfaction of Motivational levels 
and work Experience. 
Table No.-25 
Motivational Level of Satisfaction and Work Experience 
Experience 
Less 
Medium 
High 
Total 
Lovv J 
A 
16 
13 
5 
34 
Medium 
95 
40 
46 
181 
High 
22 
12 
13 
47 
Total 
64 
133 
65 
262 
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To test above null hypothesis chi-square test is applied and results of the test are as 
given below: 
1 ' 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
4.95 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of No Association being there between the Level of Satisfaction 
with the motivational levels and the work experience is accepted and the alternate 
hypothesis of an Association being there between the motivational levels and the 
work experience is rejected. 
Hypothesis 11 
Hoi 1: There is No Association between Level of Satisfaction of Learning and 
Development systems and work Experience. 
Hill : There is an Association between Level of Satisfaction of Learning and 
Development systems and Experience 
122 
Table No.-26 
Level of Satisfaction of Learning and Development System & work Experience 
experience W^sm^^^SSmK 
Less 
Medium 
High 
Total 
12 
8 
10 
30 
Medium 
107 
54 
51 
212 
High ' 
14 
3 
3 
20 
Total 
64 
133 
65 
262 
Figure No.-27 
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To test above null hypothesis chi-square test is applied and results of the test are as 
given below: 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
4.72 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of No Association being there between the Level of Satisfaction 
with the learning and development systems and the work experience is accepted and 
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the alternate hypothesis of an Association being there between the learning and 
development systems and the work, experience is rejected. 
Hypothesis 12 
Hol2: There is No Association between Level of Satisfaction of HR climate and work 
Experience. 
Hi 12: There is an Association between Level of Satisfaction of HR climate and work 
Experience. 
Table No.- 27 
Level of Satisfaction of HR climate and Work Experience 
Experience 
Less 
Medium 
High 
Total 
^ ^ H M ^ K I M ^ I 
13 
10 
10 
33 
Medium 
97 
41 
45 
183 
High 
23 
14 
9 
46 
Total 
64 
133 
65 
262 
Figure No.- 28 
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To test above null hypothesis chi-square test is applied and resuhs of the test are as 
given below: 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
3.36 
4 
9.49 
Accepted 
There is no association 
Accepted 
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The null hypothesis of No Association being there between the Level of Satisfaction 
with the level of HR Climate and the work experience is accepted and the alternate 
hypothesis of an Association being there between the learning and development 
systems and the work experience is rejected. 
Hypothesis 13 
Hol3:There is No Association between the overall Level of Satisfaction with the 
entire HRD dimension set and the age group. 
Hi 13: There is an Association between the overall Level of Satisfaction with the 
entire HRD dimension set and the age group. 
Table No.-28 
Grand Level of Satisfaction and Age group 
Age Group 
Young 
Middle 
Elderly 
Total 
% '^^M^^Ki 
11 
21 
4 
36 
Medium 
74 
82 
39 
195 
:High 
18 
7 
6 
31 
Total 
49 
110 
103 
262 
Figure No.-29 
Grand Level of Satisfaction and Age group 
100 
80 
60 
40 
20 
0 
i,' 
. . i * ^ 
Young Middle 
Age Group 
Elderly 
125 
To test above null hypothesis chi-square test is applied and results of the test are as 
given below: 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
9.93 
4 
9.49 
Rejected 
There is association 
REJECTED 
The null hypothesis of no association being there between the overall level of 
satisfaction with the entire HRD dimension set and the age group is rejected and the 
alternate hypothesis, of some association being there between the overall level of 
satisfaction with the entire HRD dimension set and the age group is accepted. 
Hypothesis 14 
Ho 14: There is No Association between Level of Satisfaction with HR Planning and 
Age Group. 
Hi 14: There is No Association between Level of Satisfaction of HR Planning and 
Age Group. 
Table No.- 29 
Level of Satisfaction of HR Planning and Age group 
Age Group 
Young 
Middle 
Elderly 
Total 
r "^:i'Low A^lir' 
18 
16 
5 
39 
Medium 
68 
87 
37 
192 
High 
17 
7 
7 
31 
Total 
49 
110 
103 
262 
Figure No.-30 
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Elderly 
To test above null hypothesis chi-square test is applied and results of the test are as 
given below : 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
7.41 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of no association being there between the level of satisfaction 
with the HR planning group and the age group is accepted and the alternate 
hypothesis, of some association being there between the HR planning and the age 
group is rejected 
Hypothesis 15 
Hol5: There is No Association between Level of Satisfaction of Performance 
Appraisal System and Age Group. 
H|15: There is an Association between Level of Satisfaction of Performance 
Appraisal System and Age Group. 
Table No.-30 
Level of Satisfaction of Performance Appraisal System and Age Group 
Age Group 
Young 
Middle 
Elderly 
Total 
•^'4tmm' "^  
13 
19 
7 
39 
Medium 
68 
78 
35 
181 
High 
22 
13 
7 
42 
Total 
49 
110 
103 
262 
Figure No.- 31 
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To test above null hypothesis chi-square test is applied and results of the Test are as 
given below: 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Resuhoftest 
Conclusion 
STATUS 
4.16 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of no association being there between the performance appraisal 
system and the age group is accepted and the alternate hypothesis of some association 
being there between the performance appraisal system and the age group is rejected. 
Hypothesis 16 
Ho 16: There is No Association between Level of Satisfaction of Motivational levels 
and Age Group. 
Hi 16: There is an Association between Level of Satisfaction of Motivational levels 
and Age Group. 
Table No.-31 
Level of Satisfaction of Motivational levels and Age Group 
Age Group 
Young 
Middle 
Elderly 
Total 
11 
20 
3 
34 
Medium 
72 
73 
36 
181 
High 
20 
17 
10 
47 
Total 
49 
110 
103 
262 
Level 
Figure No.-32 
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To test above null hypothesis chi-square test is applied and results of the test are as 
given below : 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
5.42 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of no association being there between the overall level of 
satisfaction with the motivational level and the age group is rejected and the alternate 
hypothesis, of some association being there between the motivational levels and the 
age group is accepted. 
Hypothesis 17 
Hol7: There is No Association between Level of Satisfaction of Learning and 
Development systems and Age Group. 
Hi 17: There is an Association between Level of Satisfaction of Learning and 
Development systems and Age Group. 
Table No.-32 
Level of Satisfaction of Learning and Development systems and Age Group 
Age Group 
Young 
Middle 
Elderly 
Total 
9 
14 
7 
30 
Medium 
81 
91 
40 
212 
High 
13 
5 
2 
20 
Total 
49 
110 
103 
262 
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Figure No.-33 
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To test above null hypothesis chi-square test is applied and results of the test are as 
given below; 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
6.82 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of no association being there between the level of satisfaction 
with the learning and development systems and the age group is accepted and the 
alternate hypothesis, of some association being there between the learning and 
development systems and the age group is rejected. 
Hypothesis 18 
Hoi 8: There is No Association between Level of Satisfaction of HR Climate and Age 
Group. 
Hoi 8: There is No Association between Level of Satisfaction of HR Climate and Age 
Group. 
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Table No.-33 
Level of Satisfaction of HR Climate and Age Group 
Age Group 
Young 
Middle 
Elderly 
Total 
9 
17 
7 
33 
Medium 
73 
76 
34 
183 
High 
21 
17 
8 
46 
Total 
49 
110 
103 
262 
Figure No. 34 
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To test above null hypothesis chi-square test is applied and results of the test are as 
given below: 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Resuhof test 
Conclusion 
STATUS 
2.86 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of no association being there between the level of satisfaction 
with the HR Climate and the age group is accepted and the alternate hypothesis, of 
some association being there between the HR Climate and the age group is rejected. 
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Hypothesis 19 
Hol9: There is No Association between Level of Score of HR Functioning and Type 
of Organisation. 
Hoi 9: There is an Association between Level of Score of HR Functioning and Type 
of Organisation. 
Table No.- 34 
Level of Score of HR Functioning and Type of Organisation 
Organisation 
Government 
Multi-national company 
Private Sector 
Total 
1 
15 
8 
24 
Medium 
40 
124 
41 
205 
High 
1 
26 
6 
33 
Total 
42 
165 
55 
262 
Figure No.-35 
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Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Resuhoftest 
Conclusion 
STATUS 
10.61 
4 
9.49 
Rejected 
There is association 
REJECTED 
132 
The null hypothesis of no association being there between HR Function and the type 
of organization is rejected and the alternate hypothesis, of some association being 
there between the HR Function and the type of organization is accepted. 
Hypothesis 20 
Ho20: There is No Association between Level of Score of HR Functioning and Work 
Experience. 
Hi20: There is an Association between Level of Score of HR Functioning and Work 
Experience. 
Table No.- 35 
Level of Score of HR Functioning and Work Experience 
Experience 
Less 
Medium 
High 
Total 
IS^SWISPSISsSS^ 
8 
7 
9 
24 
Medium 
99 
55 
51 
205 
••.:Mgh'--:.'^ -
26 
3 
4 
33 
Total 
133 
65 
64 
262 
Figure No.-36 
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Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
14.34 
4 
9.49 
Rejected 
There is association 
REJECTED 
The null hypothesis of no association being there between the HR function and the 
work experience is rejected and the alternate hypothesis, of some association being 
there between the HR Function and the work experience is accepted. 
Hypothesis 21 
Ho21: There is No Association between Level of Score of HR Functioning and Age 
Group. 
Hi21: There is an Association between Level of Score of HR Functioning and Age 
Group. 
Table No.-36 
Level of Score of HR Functioning and Age Group 
Age Group 
Young 
Middle 
Elderly 
Total 
' ^ ^ I f d v ^ ^ ^ 
3 
14 
7 
24 
Medium 
74 
92 
39 
205 
High 
26 
4 
3 
33 
Total 
103 
110 
49 
262 
Figure 37 
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Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
30.00 
4 
9.49 
Rejected 
There is association 
REJECTED 
The null hypothesis of no association being there between the HR function and the 
age group is rejected and the alternate hypothesis, of some association being there 
between the HR function and the age group is accepted. 
Hypothesis 22 
Ho22: There is No Association between Level of Score of Career Management and 
Type of Organisation. 
Hi22: There is an Association between Level of Score of Career Management and 
Type of Organisation. 
Table No.- 37 
Level of Score of Career Management and Type of Organisation 
Figure No.-38 
Level of Score of Career Management and Type of Organisation 
Organisation 
Government 
Multi-national Company 
Private Sector 
Total 
H^^S 
16 
27 
5 
48 
Medium 
21 
105 
45 
171 
High 
5 
33 
5 
43 
Total 
42 
165 
55 
262 
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Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
19.35 
4 
9.49 
Rejected 
There is association 
REJECTED 
The null hypothesis of no association being there between the Career management 
system and the type of organization is rejected and the alternate hypothesis, of some 
association being there between the career management systems and the type of 
organization is accepted. 
Hypothesis 23 
Ho23: There is No Association between Level of Score of Career Management and 
Work Experience. 
H|23: There is an Association between Level of Score of Career Management and 
Work Experience. 
Table No.-38 
Level of Score of Career Management and Work Experience 
Experience 
Less 
Medium 
High 
Total 
22 
17 
9 
48 
Medium 
86 
39 
46 
171 
High 
25 
9 
9 
43 
Total 
133 
65 
64 
262 
Figure No.-39 
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Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
4.69 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of no association being there between the career management and 
the work experience is accepted and the alternate hypothesis, of some association 
being there between the career management and the work experience is rejected. 
Hypothesis 24 
Ho24: There is No Association between Level of Score of Career Management and 
Age Group. 
H]i24: There is an Association between Level of Score of Career Management and 
Age Group. 
Table NO.-39 
Level of Score of Career Management and Age Group 
Age Group 
Young 
Middle 
Elderly 
Total 
^ ' • L o w ' ' ^ 
14 
30 
4 
48 
Medium 
66 
66 
39 
171 
High 
23 
14 
6 
43 
Total 
103 
110 
49 
262 
Figure No.-40 
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Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
14.49 
4 
9.49 
Rejected 
There is association 
REJECTED 
The null hypothesis of no association being there between the carrier management 
and the age group is rejected and the alternate hypothesis, of some association being 
there between the career management and the age group is accepted. 
Hypothesis 25: 
Ho25: There is No Association between Level of Score of Organisational Values and 
Type of Organisation. 
Hi25: There is an Association between Level of Score of Organisational Values and 
Type of Organisation. 
Table No.-40 
Level of Score of Organisational Values and Type of Organisation 
Organisation 
Government 
M'ulti-national Company 
Private Sector 
Total 
P^IPPi-
2 
27 
11 
40 
Medium 
28 
112 
36 
176 
High 
12 
26 
8 
46 
Total 
42 
165 
55 
262 
Figure No.-41 
Level of Score of Organisational Values and Type of Organisation 
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Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
7.50 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of no association being there between the organizational values 
and the type of organization is accepted and the alternate hypothesis of some 
association being there between the organizational values and the type of organization 
is rejected. 
Hypothesis 26 
Ho26: There is No Association between Level of Score of Organizational Values and 
work Experience. 
Hi26: There is an Association between Level of Score of Organizational Values and 
work Experience. 
Table No.-41 
Level of Score of Organizational Values and work Experience 
Experience 
Less 
Medium 
High 
Total 
•. .'iir'L0W;-%t' 
22 
9 
9 
40 
Medium 
90 
44 
42 
176 
High 
21 
12 
13 
46 
Total 
133 
65 
64 
262 
Figure No.-42 
Level of Score of Organizational Values and work Experience 
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139 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
0.86 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of no association being there between the organizational values 
and the work experience is accepted and the alternate hypothesis of some association 
being there between the organizational values and the work experience is rejected. 
Hypothesis 27 
H()27: There is No Association between Level of Score of Organizational Values and 
Age Group. 
Hfl27: There is an Association between Level of Score of Organizational Values and 
Age Group. 
Table No.-42 
Level of Score of Organizational Values and Age Group 
Age Group 
Young 
Middle 
Elderly 
Total 
19 
15 
6 
40 
Medium 
68 
74 
34 
176 
High 
16 
21 
9 
46 
Total 
103 
110 
49 
262 
Figure No.-43 
Level of Score of Organizational Values and Age Group 
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140 
Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
1.63 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of no association being there between organizational values and 
the age group is accepted and the alternate hypothesis of some association being there 
between the organizational values and the age group is rejected. 
Hypothesis 28 
Ho28: There is No Association between Level of Score of Employee Communication 
and Type of Organisation. 
Ho28: There is an Association between Level of Score of Employee Communication 
and Type of Organisation. 
Table No.-43 
Level of Score of Employee Communication and Type of Organisation 
Organisation 
Government 
Multi-national Company 
Private Sector 
Total 
^m^^m 
4 
28 
18 
50 
Medium 
32 
117 
30 
179 
High 
6 
20 
7 
33 
Total 
42 
165 
55 
262 
Figure No.- 44 
Level of Score of Employee Communication and Type of Organisation 
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Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
9.96 
4 
9.49 
Rejected 
There is association 
REJECTED 
The null hypothesis of no association being there between the employee 
communication and the type of organization is rejected and the alternate hypothesis, 
of some association being there between the employee communication and the type of 
organization is accepted. 
Hypothesis 29 
Ho29: There is No Association between Level of Score of employee Communication 
and work experience. 
Hi29: There is an Association between Level of Score of employee communication 
and work experience. 
Experience 
Less 
Medium 
High 
Total 
Table No.-44 
Score of employee communication and work experience 
Mm^^ 
29 
12 
9 
50 
Medium 
91 
40 
48 
179 
High 
13 
13 
7 
33 
Total 
133 
65 
64 
262 
Figure No.-45 
Score of employee communication and work experience 
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Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
6.04 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of no association being there between the employee 
communication and the work experience is accepted and the alternate hypothesis of 
some association being there between employee communication and the work 
experience is rejected. 
Hypothesis 30 
Ho30; There is No Association between Level of Score of Employee communication 
and Age Group. 
Hi30: There is an Association between Level of Score of Employee Communication 
and Age Group. 
Table No.-45 
Level of Score of Employee Communication and Age Group 
Age Group 
Young 
Middle 
Elderly 
Total 
^''!^^OT#WI^-
25 
19 
6 
50 
Medium 
68 
75 
36 
179 
High 
10 
16 
7 
33 
Total 
103 
110 
49 
262 
Figure No.-46 
Level of Score of Employee Communication and Age Group 
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Chi-square calculated value 
Degree of freedom 
Chi-square table value (At 5% l.o.c) 
Result of test 
Conclusion 
STATUS 
4.24 
4 
9.49 
Accepted 
There is no association 
Accepted 
The null hypothesis of no association being there between employee communication 
and the age group is accepted and the alternate hypothesis of some association being 
there between employee communication and the age group is rejected. 
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CHAPTER-5 
DISCUSSION AND RESULTS 
This Chapter aims at discussing the major findings in Chapter IV based on Statistical 
Analysis and Interpretation of data in terms of application and relationship of the 
Human Resource groups and sub groups as prevalent within the shipping companies 
The investigation reveals that the HRD variables under the study reported to be are 
either associated with , or not associated with the classification of respondent which 
has been done either based on the organization or their work experiences or their age 
group. The reasons and nature of those variations are also investigated within the 
perspectives of past studies, present observations and future assessments with a view 
to reconstruct a more realistic and solution mechanism based on HR policies and 
strategies to implement the concept of business excellence in the multinational 
shipping companies. 
Grand Level Hypothesis 
Hoi: There is No Association between the overall Level of Satisfaction with the entire 
HRD dimension set and Type of Organization- Rejected 
Ho7: There is No Association between Level of Satisfaction with the entire HRD 
Dimension set and the work experience - Accepted 
HoI3: There is No Association between Level of Satisfaction with the entire HRD 
Dimension set and the Age Group- Rejected 
This clearly shows that there is some association between the overall satisfaction and 
the type of the organization and by looking at the mean score below we can conclude 
that the highest score is for the multinationals companies .It is significant to also note 
that the standard deviation for this category is also the highest however, nevertheless 
the mean score is still the highest. The dissatisfaction level may also be the highest in 
this category but the concentration level is towards the mean. This also indicates that 
the dis-satisfacticn levels are the highest in the government companies but with a 
lower standard deviation. 
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Table No.-46 
Overall Response: Organization wise 
Government 
Private Sector 
Multinationals 
N 
42 
55 
165 
Overall 
54.13 
57.94 
58.81 
Standard Deviation 
3.11 
5.54 
6.99 
The association between the work experience and the satisfaction level with the 
overall HRD dimension set could not really be established and hence we can conclude 
that the work experience does not have any bearing on this aspect. All respondent s 
across the various experience groups exhibit a similar level of response for this aspect. 
Table No.-47 
Overall Response: Work Experience wise 
Less 
Medium 
High 
N 
133 
65 
64 
Overall 
58.70 
56.59 
57.49 
Standard Deviation 
6.62 
5.82 
6.50 
Further regarding the association between the age group and the satisfaction levels it 
is revealed that the age group is definitely associated with the satisfaction scores. The 
middle age group is the one which exhibits a higher response score as compared to the 
other two groups. It may be appropriate to consider that it is in this age group that an 
individual is most in balance as far as his personal aspirations and the actual reality, in 
terms of the organization he works for regarding being able to fulfill them, is 
concerned. In the younger age group there is relatively a greater level of mis-match 
between the expectation and the organization capability to fulfill them, and this is also 
the case in the elderly age group. A lower standard deviation in the elderly category 
does suggest a better cohesion in terms of the responses but the overall mean figure is 
the lowest. 
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Table No.-48 
Overall Response: Age wise 
Young 
Middle 
Elderly 
N 
103 
110 
49 
Overall 
59.47 
63.56 
57.59 
Standard Deviation 
7.05 
8.14 
6.00 
HR Planning 
Ho2: There is No Association between Level of Satisfaction ofHR Planning and Type 
of Organization. Accepted 
Hoi 4: There is No Association between Level of Satisfaction ofHR Planning and Age 
Group. Accepted 
Ho8: There is No Association between Level of Satisfaction of HR Planning and 
Experience. Accepted 
There is no association between the type of the organization and the aspect of HR 
planning. Al the three types of organization reveal a similar trend as far as HR 
planning is concerned. 
Table No.-49 
Response ofHR Planning: Organization wise 
Government 
Private Sector 
Multinationals 
N 
42 
55 
165 
Mean 
62.44 
65.41 
65.21 
Standard Deviation 
7.45 
7.26 
8.83 
There is no association between the work experience and the function ofHR planning 
as has been established earlier. This means that across the various groups a similar 
level ofHR planning is observed. A similar inference can also be drawn about the age 
groups and the function of which has also been established to be not having any 
bearing on HR planning is concerned 
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Table No.-50 
Response of HR Planning: Work Experience wise 
Less 
Medium 
High 
N 
133 
65 
64 
Mean 
65.17 
63.80 
65.07 
Standard 
Deviation 
8.53 
8.97 
7.30 
Table No.-51 
Response of HR Planning: Age wise 
Young 
Middle 
Elderly 
N 
103 
110 
49 
Mean 
65.56 
63.57 
66.02 
Standard 
Deviation 
8.92 
8.15 
7.26 
This establishes that a reasonably good level of HR forecasting exists within the 
shipping companies which are what has been typically emphasized by the existing 
literature (Bassman and Fernandez 1990; Makridakis 1990) without really requiring 
emphasizing on the environmental scanning. Typically these two aspects differ in 
focus; the former one stresses on content of the jobs, the number of jobs and the 
people doing those jobs. The latter one deal with mainly the qualitative (content) of 
the jobs which changes over time in contrast to the quantifiable component of the 
former one. This finding clearly demonstrates that shipping companies mainly deal 
with evaluating HR needs by subtracting the HR supplies or the numbers of people 
required to produce at a desired level. 
Retirement and Vacancies form a part of manpower planning clearly reiterates the 
above finding. HR planners classify employees into distinct and unambiguous 
categories, which include age, race, sex, length of tenure and present position. They 
are further classified into distinct categories which lead to equating historical 
relationships between outputs and staffing. The forecast of the demand is arrived at in 
a twofold manner. Analyzing current requirements and projecting future 
requirements. On the other hand, the supply forecast is calculated basis the analysis of 
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the current inventories and comparing that with the expected internal and/or external 
availability. The demand less the supply then becomes the basis for forecasting the 
HR needs of the organization 
Departments sending manpower requirements in advance to the personnel/HR 
department is in line with taking the above analysis further. The departmental 
managers estimate how many and what kind of people will be needed to achieve the 
functional plans related to production, finance and marketing and to achieve the 
output objectives established for their organizational units. However little attempt is 
made to pinpoint a precise mathematical variable or variables to serve as a 
predictor.HR Planners survey managers at each level and , in this arrive at forecasts of 
HR needs. 
Widespread use of Human Information System has been observed in the shipping 
companies which widely employ a comprehensive, almost always computerized, 
database that contains information for many purposes. The system differs from a skill 
inventory in that, that it is more complete, contains all personnel and payroll 
information in a form capable of nearly infinite cross indexing and matching. It serves 
an effective tool for keeping records and organizing and sharing HR information. In 
addition to assisting in evaluation, an HR information system tracks personnel indices 
on turnover, abseentism, and attitude survey results. Predesigned systems are widely 
available and so are indigenously designed ones within the shipping companies. It 
acts as a repository for all information pertaining to HR. It serves the several 
purposes: a) to describe the organization's work force 2) to aid in forecasting the 
future and modeling possible effects of changes in HR policies and programs. It this 
serves as a balance sheet of HR, containing all relevant information. 
The process of selection adopted by shipping companies is quite conventional and is 
along the often followed process sequence. After having analyzed the role, a 
person/competencies specification is developed. The available labor market is 
identified from which the candidates are attracted to apply. The applications, as 
received, are screened and the suitable candidates are shortlisted. (The balance ones 
are rejected) The further assessment methodology consists of interviews, tests, 
assessment centers involvement, after which the final decision is made. The suitable 
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candidate, subject to references and acceptance of the offer, can then be expected to 
join and undergo the very significant, as compared to the other factors, function of 
induction. In recent years, with record low levels of un-employment and record high 
levels of turnover, organizations have had to become innovative in their approached 
to attracting and retaining talent. (Harrington, 2000). Shipping companies fall in the 
same category. The internet and the world wide web have proven to be an important 
source of new candidates. At present there are 1 million resumes and 1.2 million job 
listings on line. Some 5,800 firms conduct recruiting on line and there are presently 
3512 recruiting sites. Annual increases in the web based recruitment are expected to 
average 150 per cent. (Staffing Industry Report, 1997) 
Regarding the line Managers being trained for interviewing and other selection 
techniques the shipping companies score quite low and this does reveal a lot of 
significant aspects. Firstly this shows that the line managers are, as is usually the case, 
are involved in the process of selection. This is essential to ensure that the chemistry 
between the new candidate and their boss is workable as well as to secure the 
commitment of the manager towards the appointment. The screening and the selection 
of the candidates often involves the line managers while as the HR professionals deal 
with advertising, making job offers and recruitments administration. Secondly it also 
reveals a gap in terms of the skills which they (line managers) exhibit as compared to 
what they should. It is this gap which reflects in the identified need for training in 
selection techniques for the line managers. Primarily this is an indicator of the 
dissatisfaction levels of the HR managers towards the organizational belief that line 
managers, by virtue of their operational competencies, albeit their specific 
department, are by default, competent to tackle these people related issue with care, 
efficiency and sensitivity. 
Regarding the aspect of Gender Quality and Opportunity for all manpower 
requirements it will be appropriate to say that access to employment and the rewards 
from employment are unequally distributed within the various societies, organizations 
and the countries of the world. Many of these inequalities are not related to people's 
capabilities but to their gender and a range of other factors. This is inefficient and 
results in an underutilization of human resource by the nations and organizations. 
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Shipping companies do score averagely on this aspect; however on the other hand it is 
surely not below average. As a comparison female employment in the UK is now at 
its highest rate ever, but women's participation rate is still far from equal. Women 
comprises 46% of the total workforce and 70% of the women are economically active. 
(EOC 2005a) 
The above responses were also subjected to the hypotheses whereby the entire group 
and its questions, as mentioned in the questionnaire, in a combined manner were 
tested for any association to get closer in analysising the entire situation more 
convincingly. The elements of type of organization, experience (type and duration) 
and the age of the respondents were statistically analyzed for any significant 
association with the human resource planning element and each of the three 
hypotheses was accepted. Hence we can say that no significant associations exist 
between the organizations and the human resource planning function to attribute an 
impact or dependence relationship. A correlation was also established between the 
overall grand score and the score of the HR planning group to understand its overall 
impact. The figure evaluated was 0.475. This would imply mean that for an increase 
in the grand average score to take place, an increase in the HR planning score though 
may help, but may not all that significant.. 
Figure No.-47 
Correlation between overall score and HR Planning score 
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This indicates that in general shipping companies demonstrate a generally high level 
of Human resource planning on all but one variable. On one variable, i.e. Gender 
fiquaiity there is no clear verdict, however given the fact that in many other industries 
it is surely limited, this score can be considered on the higher side. Hence shipping 
companies display a reasonable level of gender equality by offering employment 
opportunities fairly equally. 
One area where there is improvement required is the training of line managers on 
elements related to interviewing and selection techniques. This score is quite less, 
especially when compared to other aspects of Human Resource planning. To improve 
on this very important part of HRD function the shipping companies would need to 
surely examine this aspect significantly. 
Basis the above data, the hypothesis of an association existing between the 
organization type, experience and the age of the respondents, were statistically tested 
and analyzed and revealed no significant association. Hence the result, indicating that 
this association is independent of each of these variables, establishes a commonality 
across the industry and across the group of the respondents representing it. 
Performance Appraisal Systems 
In this group we have had three hypotheses which mainly state that there is no 
association between the performance appraisal system score with respect to the 
individual variables of the type of organization and, work experience and the age of 
the respondents. 
The hypothesis Ho3 has been rejected and the other two i.e. Ho9 and Ho 15 have been 
accepted. 
Ho 3 - There is no association between the level of satisfaction of the group 
performance appraisal system and the type of the organization- Rejected 
Ho9- There is no association between the level of satisfaction of the group 
performance appraisal system and the work experience of the respondents-
Accepted 
Hoi 5- There is no association between the level of satisfaction of the group 
performance appraisal system and the age of the respondents- Accepted 
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It clearly shows that the absence of the dependence between the type of the 
organization and the performance appraisal group satisfaction score is not there. 
However the work experience and the age group of the respondents does not have any 
bearing on the satisfaction score. 
We can check further to examine the relationship between each type of the 
organization and the satisfaction score to understand this finding better. 
Table No.-52 
Response of Performance Appraisal Systems: Type of Organization 
Government 
Private Sector 
Multinationals 
N 
42 
55 
165 
Mean 
42.02 
52.22 
51.24 
Standard Deviation 
5.05 
6.14 
7.50 
The government sector companies do show a lesser score as compared to those of the 
non government ones. The performance appraisal system, though not developed fully 
in any of the companies, is found to be least developed in the government companies. 
Regarding the work experience and the age group categories it is found that none of 
these factors are associated with that of performance appraisal systems and there are 
bound to be other factors, like the type of the organization, which have an important 
bearing on this aspect. 
Table No.-53 
Response of Performance Appraisal Systems: Work Experience 
Less 
Medium 
High 
N 
133 
65 
64 
Mean 
50.73 
49.14 
49.23 
Standard Deviation 
8.04 
7.31 
7.36 
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Table No.-54 
Response of Performance Appraisal Systems: Age Group 
Young 
Middle 
Elderly 
N 
103 
110 
49 
Mean 
51.95 
48.60 
48.89 
Standard Deviation 
7.90 
7.49 
7.04 
The discussion of the individual questions reveals the following: 
Low Scored questions 
a. Employees grasp what is expected if him with the help if the executive 
appraisal system. 
This aspect has a lot of significance in the sense that the performance appraisal 
systems are mainly for the benefit of the appraises. It primarily helps the appraise to 
set direction for his work, identify areas of significant contribution and avoid wastage 
of time. Performance reviews can help in communicating perspectives, difficulties 
and expectations to the seniors and get more support for the improving one's 
performance. By being owned more by the apprises, it can be viewed correctly as 
being a mechanism for development. It is within this context that the shipping 
companies need to consider the concept of self appraisal to bring out a better level of 
performance from their employees by assisting in their development. 
b. The goals setting activity should be a joint activity involving the individuals 
and their respective line managers. However the idea of the employee 
participation is essentially a western concept which does not readily transfer 
across cultures, particularly those with higher power distance (Fenwick, 2004) 
and Multinational corporations have been found to vary their practice in 
different national contexts. The shipping companies quite re affirm this 
conservation which is evident by the above score obtained through this study. 
The level of competence needed to achieve the objectives to a satisfactory 
level is another important consideration, and integration of a competency 
framework in a PMS supports identification of development needs and 
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required resources. The manager plays an important role her, in not only 
motivating, coaching and enabling performance, organizing resources and 
facilitating any development opportunities , but also in monitoring and if 
necessary revising performance expectations and objectives(Torrington et al, 
2005) 
c. The PMS helps the appraisee and the appraiser to have a common 
understanding of the factor affecting the performance of the appraise 
This core also confirms that the shipping companies need to strengthen their 
implementation of the appraisal systems. What is important here is the common 
understanding of the various factors which are connected with the job. Typically there 
are seven criteria basis which the evaluation can be carried out. They are as follows: 
a) Quality 
b) Quantity 
c) Timeliness 
d) Cost Effectiveness 
e) Need for supervision 
f) Interpersonal Impact 
g) Community Service 
(Bernardian, J.H & Russell, E.A 1999-Human Resource Management- An 
experimental approach) 
In addition to these, other elements that deserve assessment are job knowledge, 
leadership abilities, judgment, supervision, versatility and health. Assessment should 
also include one's potential to perform and not just actual performance. 
Performance measurement needs to be based on the benchmarks listed above. These 
benchmarks vary from job to job. The job of a professor needs to be assessed against 
parameters that are different to those used to evaluate the performance of sales 
representative. 
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It would do well for the managers at the shipping companies to lay down the various 
factors including the above at the beginning of any time period for which the 
evaluation would need to be carried out. Further, the aspect of the PMS providing 
scope to correct biases through a review process also needs to be highlighted as it is 
closely linked to the above and the score not being different, in a way, confirms that. 
The PMS is a mechanism to employ a certain common reference against which 
certain specific performances can be measured and thereby evaluated. If there are any 
considerations outside the reference, they should definitely be eliminated and the 
PMS should be able to ensure that, to a very large extent. 
Regarding the aspect of Managerial personnel allowed to challenge or appeal 
appraisal decisions made by superiors, though being an innovative practice, is not 
being followed at many shipping companies. In fact, this is an indication of the 
integrity of the PMS. Should any employee feel that that his review process has been 
carried out in a manner which is not consistent with the policies of the organization 
then he should be free to challenge it. As long as the organizational policy is in line 
with the above considerations such a step can be only beneficial and lead to objective 
evaluations. 
Regarding the aspect of 360 degree feedback being well administered and 
implemented, the shipping companies score very low in this category. A multi-rater 
feedback i.e. the 360° feedback is hardly in use at any of the shipping companies. Its 
effectiveness or perceived effectiveness hinges on the fact that a good performance 
appraisal system is a "Developmental tool " and is primarily for the benefit of the 
appraises. Needless to state, this tool is not intended to be used for promotions, pay 
increases, and other reward mechanisms. 
Ranking/grading in performance appraisal directly relates to performance at work 
is another element where the limitations of the shipping companies are visible. In 
fact this directly affirms the earlier findings which are related to the various 
aspects of the Performance Appraisal systems. The other areas would include, 
firstly, that the Key performance areas are identified for each employee every 
year-These KPA's, consisting of the important or the critical categories of the 
function s to be performed by any role incumbent, over a given period of time, 
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come across as aspects being scored moderately. There is a difference between tlie 
KPA's and the goal setting exercises even though they emphasize the key tasks 
the individual is expected to perform during the year. We can infer that the 
shipping companies prefer the KPA's road map rather than the goal setting one. 
Another aspect of Pay for performance though being goal driven, using objectives 
and competencies is not really linked directly to financial rewards. It is the 
achievement of the goals which is. Such links require robust measurement systems 
of achievement, which is acknowledged as being highly problematic.(Campbell et 
al 1998). Measurement is usually expressed in terms of an overall rating, which 
give rise to problems in terms of validity and accuracy of such ratings (London et 
al, 2004) 
The shipping companies surely would be undergoing a certain dissatisfaction on 
the part of their employees as on one hand the pay for performance culture is in 
existence and on the other hand the appraisal systems need to be improved 
considerably. There is a gap here the extent of which would need to be identified 
and better understood by each company. 
Another important aspect i.e. potential appraisal includes assessing higher level 
responsibilities in terms of key competencies -Competent people should handle 
strategic and critical roles. Hence there is a need to constantly identify competent 
people. This need is what makes potential appraisal very important. This is 
distinct from performance appraisal and is also independent of it. Good 
performance in the past need not necessarily translate into future achievements, 
especially in a new role. In the context of the shipping companies, especially in 
view of a constant demand for people to fill up anticipated and actual vacancies 
coupled with a shortage of manpower makes it an important mechanism to 
identify suitable individuals to take on increased responsibilities at work. 
Employees are encouraged to demonstrate diverse competencies by given an 
opportunity to perform a range of tasks -An emphasis by the shipping companies 
to demonstrate a more rounded and a multitask orientation has clearly resulted in 
the employees being encouraged to develop themselves for their as well as the 
organizational good. 
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Providing service orientation to managers - In view of the acute manpower 
shortage, the managers, at all levels and across all departments are provided a 
clear orientation to deal with people in a manner which would encourage them to 
re-affirm their faith in the organization valuing them. 
Personnel department has provided to all staff a clear explanation of the policy 
and how it is implemented- This is also very clearly a strong point with the 
shipping companies. The criteria for promotion, the increased external demands 
from the international legislative regime and the ever increasing competitive 
environment is the main reason for such an inference to be drawn. 
Further a Correlation was established between the Grand average score and score 
of Appraisal system, which comes out to a figure of 0.688(Graph of correlation 
co-efficient r = 0.688) and is represented below in a graphical format. 
Figure No.-48 
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Addressing this group of HRD Dimensions may help, definitely to a greater extent 
than the one which HR planning may, to improve the overall HRD satisfaction 
score. 
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Motivational Levels 
Ho 4 - There is no association between the level of satisfaction of the group 
motivational levels and the type of the organization- Rejected 
HglO- There is no association between the level of satisfaction of the group 
motivational levels and the work experience of the respondents- Accepted 
Hoi6- There is no association between the level of satisfaction of the group 
motivational levels and the age of the respondents- Accepted 
Table No.-55 
Response of Motivational Levels: Type of Organization 
Government 
Private Sector 
Multinationals 
N 
42 
55 
165 
Mean 
59.20 
66.87 
67.96 
Standard Deviation 
6.72 
8.33 
10.93 
The government sector companies do show a lesser score as compared to those of the 
non government ones. Clearly the motivational levels of the employees towards their 
jobs in Government companies are lower than their counterparts in the other 
companies. There is clearly an association between the type of the organization and 
the motivational levels of the employees with these levels being the highest in the 
non-government companies. The work experience and the age group variations are 
found to be independent of such differences and thereby government companies may 
well do tale a note of this to raise the motivational levels of their employees. 
Table No.-56 
Response of Motivational Levels: Work Experience 
Less 
Medium 
High 
N 
133 
65 
64 
Mean 
67.08 
64 
67.13 
Standard Deviation 
9.89 
10.54 
10.76 
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Here there is no significant difference and we have to be guided by the fact the 
hypothesis has been accepted and there is no association between the experience 
levels of the employees with respect to the motivation level. 
Table No.-57 
Response of Motivational Levels: Age Group 
Young 
Middle 
Elderly 
N 
103 
110 
49 
Mean 
67.79 
64.50 
67.35 
Standard Deviation 
9.92 
10.61 
10.03 
A similar conclusion can be drawn out of the hypothesis being accepted and should 
the shipping companies need to look for increased motivational levels, which they 
would be, they are constrained to not consider the impact of age. They need to look 
elsewhere and outside this consideration. 
Employee participation in decision making is ensured-This is one area where the 
shipping companies can get a higher score. However it needs to be appreciated that 
shipping, as an industry, is heavily regulated by national and international legislation. 
The scope for any creative pursuits and innovative line based actions to adopt is 
therefore limited. Nevertheless, wherever possible, this aspect should be maximized 
as this will definitely improve the motivational levels of the employees as well as a 
better ownership of the decision would be achieved, which in turn will lead to a 
smoother implementation in a n efficient ad an effective manner. 
Type and amount of reward is adequate- This is another area which the companies can 
examine and evaluate the scope for an enhancement. The employees, if they do not 
feel that the type and the amount of reward is not adequate are bound to lack, at least 
somewhat in commitment and final application towards their jobs, which when 
extrapolated throughout the organization would result in a significant aggregate in 
terms of organizational waste which in times of limited resources, specially in terms 
of people can prove to be crucial. 
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Conducting employee attitude survey- The shipping companies do regularly sound out 
their employees, both formally as well as informally, to assess their thoughts and 
ideas and secure a feedback regarding their mental orientation towards the company. 
Top Management goes out if it's way to sure that the employees enjoy their work-The 
top management at shipping companies is to be credited with it's initiatives regarding 
making efforts to put their employees at ease and make the necessary changes in the 
organizational culture, environment and facilities to utilize the employees in terms of 
getting the best out of them for organizational goals. 
Regarding the freedom to achieve results, the employees at the shipping companies 
have considerable freedom to achieve results. This implies that the required outcomes 
are focused on, more than the processes required, to achieve the said outcomes, and 
even though the regulatory levels are quire pronounced a sense of professionalism 
does prevail which urges the employee to consider options which may not exist 
otherwise. 
Objectivity in rewards is ensured- The shipping companies are seen as maintaining 
objectivity in rewards which is again outcome based and is related closely to the 
efforts of the individuals in achieving those outcomes. 
Rewards have a motivating effect- This is the effect of having a reward system in 
place. The other limitations which may inhibit motivational levels, are to a large 
extent off set by rewards to establish the required motivational level. Shipping 
companies do give a lot of emphasis to this factor even though they may appear to not 
give sufficient emphasis to achieve the motivational levels otherwise. 
Senior executives and top management are aware of the problems and difficulties of 
the juniors and other employees- This complements the culture, as prevalent in 
shipping companies, whereby the top management does take a lot of interest in 
making the employees comfortable and at ease within the organization. This also 
suggests a lot of communication between the various levels of the organization 
specially the top level management. 
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Paying competitive salaries-Tlie shipping companies do pay competitive salaries and 
do Iceep tiie increases and tiie ciianges being paid by their competitors in mind to 
ensure that they do not become non conformable. 
The organization provides a clear explanation of the remuneration policy and how it is 
to be implemented-This is the result of a clear cut salary scale system and the 
specification of the variables which govern it. 
Correlation between Grand average score and score of Motivation 
Graph of correlation co-efficient r = 0.789 
This indicates that the score of motivation is correlated to the grand average score 
more than any of the previous categories. 
Figure No.-49 
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To increase the overall score increasing the score of the dimensions related to this 
group may be most beneficial. 
Learning and Development Systems 
Ho5 - There is nc association between the level of satisfaction of the group learning 
and development systems and the type of the organization- Accepted 
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Holl- There is no association between the level of satisfaction of the group learning 
and development systems and the work experience of the respondents-
Accepted 
Holl- There is no association between the level of satisfaction of the group learning 
and development systems and the age of the respondents- Accepted 
Table No.-58 
Response of Learning and Development Systems: Type of Organization 
Government 
Private Sector 
Multinationals 
N 
42 
55 
165 
Mean 
44.17 
46.66 
47.52 
Standard Deviation 
5.02 
7.66 
11.78 
The government sector companies do show a lesser score as compared to those of the 
non government ones. However statistically it has been proved that the learning and 
development systems of the employees in Government companies are not 
significantly different from their counterparts in the other companies. 
Table No.-59 
Response of Learning and Development Systems: Work Experience 
Less 
Medium 
High 
N 
133 
65 
64 
Mean 
67.08 
64 
67.13 
Standard Deviation 
9.89 
10.54 
10.76 
Here there is no significant difference and we have to be guided by the fact the 
hypothesis has been accepted and there is no association between the experience 
levels of the employees with respect to the learning and the development systems 
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Table N0.-6O 
Response of Learning and Development Systems: Age Group 
Young 
Middle 
Elderly 
N 
103 
110 
49 
Mean 
67.79 
64.50 
67.35 
Standard Deviation 
9.92 
10.61 
10.03 
A similar conclusion can also be drawn about the age group wherein also there is no 
correlation between the age groups and the learning and development systems prevail 
in the companies represented by the respondents. 
Involvement of Line Managers in HR planning, Job Rotation is done to help people 
understand and develop their potential in new areas, Training function emphasizes the 
importance of development of managerial competencies all point towards training ;It 
is a potential tool for giving individuals the skills they need to think strategically. One 
implication of a rapidly changing environment is that everyone must think 
strategically specially when decision making is highly decentralized. Successful 
implementation of long term organizational strategy is not the sole responsibility of 
top managers, even though the formulation might be. It is a collective responsibility 
of all employees at each level. 
Employees participate in determining training needs, as an element, may score not 
very well but the fact remains that employees themselves are responsible for their 
training and continuous up gradation. Shipping companies really lag in this variable 
and can do well by recognizing this aspect for a better result overall even though 
training can admittedly increase the risk of turn over especially when it builds skills 
transferable from one job to the other outside the organization. To extend this further, 
the issue of Training needs being identified basis a careful examination of the 
development needs, and that of the Training can increase individual productivity by 
giving employees skills they did not possess before, specially in times of rapid 
change, are indeed significant. The developmental needs at such times are large. Such 
a thinking should be based on providing logical linkages between the company's 
business objectives and important executive selection and development decisions. As 
164 
per the paper titled" Management Development in Royal Dutch/Shell(2001), which 
stipulates a management model, the following factors are identified: 
• General Drive for more openness and transparency within the company 
• The need for immediate success to maintain and build market position leading 
to more emphasis on performance rather than just long term potential 
• Changing values of the workforce staff wanting more control over their own 
careers and in many cases indicating more limited mobility. Constant new 
skills requirements in the awakening of the new and changing business needs 
and new business directions A more nimble, less centrally driven approach to 
talent identification and development and New IT technology , most notably 
the use of intranet, as an important enhancing factor to do things differently 
Line Managers provide the right climate for implementing ideas and methods -
Though some line managers already recognize their contribution in providing the 
right environment in line with theirs as well as the organizational goals, many still 
regard it as irrelevant or something someone else should do.(Ulrich Dave and 
Brockbank Wayne:2005).This same philosophy is echoed within the shipping 
companies. 
The following ideas may be worthwhile to address such concerns: 
Competitiveness does not equal strategy but strategy x organization does. 
Organization is not structure but capability. Ultimately, HR work is carried out by the 
line managers. HR is based on not on simple common sense but on a body of 
knowledge. HR work is not a collection of activities but an integrated set of outcomes. 
HR work is not an isolated event but an ongoing process. HR should focus on not 
what has been but on what will be. 
Another area regarding the learning is whether training is taken seriously and learning 
is implemented. Training builds skills and can thus influence and be influenced by job 
redesign initiatives that might depend on the range of the skills possessed by job 
incumbents. Shipping companies have been found to lag behind in this as well. The 
following trends exist in such training initiatives: 
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Processes to align training with business objectives The parallel development of 
individuals and learning organizations. The development of critical individual 
competencies. A select but comprehensive menu of development options. 
The development of global partnerships, networks and alliances. The need to create 
competitive advantage through executive training/development 
Selection to special projects motivates personnel in our organization to learn more 
This is characteristic of a "Learning Organization" and the low score of satisfaction of 
the shipping companies does not allow them to fall under this category. John 
Denton(1998) has developed a model of creation of a learning organization which 
shows the role of six antecedents in creating first the opportunity and then the desire 
for organizational learning. For organizations to learn, which is defined as finding the 
ways to expand employee's capacity to create and produce result, the following 
characteristics of the organizations must prevail: 
• Fast enough changes in respect to external environmental changes 
• Wise enough to deliver those high level of services which the customers 
would increasingly demand 
• Smart enough to manage a diverse workforce or to motivate it's smartest 
employees (Senge, 1990) 
There is a well designed and a shared training policy here-Through structured and 
flexible long term training plans or individual development (Dubois and Rothwell 
2000) plans, individuals are prepared for promotions, transfers and even sustentative 
change sin existing jobs . In short training creates a pool of qualified candidates in the 
right numbers and with the right skills for higher level jobs inside an organization, 
especially when paired with job rotations and individual learning activities. Training 
acts a s potential alternative to recruitment and training can be integrated with the 
selection process so that an employee's learning time is minimized. 
Competency mapping helps in employee development. Companies can achieve 
competitive advantage through a well designed competency management model. 
Microsoft competency and knowledge management initiatives have been studies by 
Thomas Davenport(1997), and published along with other cases, with the title 
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"Knowledge Management Case Studies" Development of a structure of competency 
types and levels Defining the competencies required for particular jobs Rating the 
performance of individual employees in a particular jobs based on competencies 
Implementing the competencies in an online system Linkages to education resources 
MICROSOFT has employed the above model on a global level, with large number of 
employees and the programmed appears to be successful. It has contributed in 
keeping the company in high competency zone. Shipping companies can do well to 
emulate this as a useful mechanism to develop their employee Development of 
subordinates is seen as an important part of their job by seniors and the top 
management 80.4 Management development is more future oriented and more 
concerned with education , than is employee training. Education is primarily to instill 
sound reasoning processes rather than imparting a body of serial facts or teaching a 
special set of motor skills .The seniors and the top management at shipping companies 
do view development of subordinates, as something fairly important but still have a 
long way to go. The stress is on technical skills only and can be surely expensed on to 
the human, conceptual and the specialized skills as well. Administrative skills are 
helpful impart as well as to acquire which can greatly aid the process of the 
development of all employees. 
Socialization, in an organizational context, is basically a process of adaptation to a 
new culture of the organization. The term refers to all the processes undergone by 
employees. One must adapt to a new environment, different work activities, a new 
boss, a new different group of co-workers, and probably a different set of standards 
for what constitutes a good performance. Employee socialization is an important 
element of an organization intentional efforts improve current and future performance 
by increasing capabilities. Typically it can be conceptualized to be made up of three 
stages: 
• Pre-arrival 
• Encounters 
• Metamorphosis 
o Possible Outcomes-Productivity 
o Commitment 
o Turn-Over 
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(John Van Mannen &. Edgar H.Schein, Career Development in J.Richard Hackman & 
J.Lloyd Suttle (Eds), Improving Life at worI< (Santa Monica,Cal:Goodyear 1977) 
Such programmes include orientation and have a much broader scope and can be 
either formal or informal as well as individual or collective. 
In the shipping companies context there is considerable room for improvement and it 
is observed that the score on this part is just about average. By a greater level of 
socialization between the incoming new employee with the others a greater level of 
cohesion and convergence in thought and action can be achieved. 
Personnel returning from training are encouraged to use what they have learnt in their 
training program. Training has the distinction of being the most widely used HR 
function as well as the most disputed in terms of it's contribution/effectiveness. 
Unlike most managers tend to believe, the effect of training function is contingent on 
itself Hence the training plan must be systematic, comprehensive and the utility must 
be self evident. Aaron Hughey and Kenneth Mussung of Western Kentucky 
University provided convincing explanations to apprehensions raised to the above 
assertion in their paper titled "Designing Effective Employee Training Programmes" 
published in Training for Quality (1997), as follows. 
a. The goals of the training must be tied with the company's strategic plan. 
b. The plan should address any specific problem or problems that currently 
impede the company's potential for maximum profitability. 
c. It should address how progress towards the elimination of skill/competence 
deficient problems will be, via training, assessed. 
d. The plan should address departmental goals and outline the various objectives 
that will be employed in identitying such objectives, both on a short term scale 
as well as on a long term time frame. 
e. It should be subject to continuous update and revision 
f Progress towards the attainment of training goals and objectives should be 
monitored on a continuous basis 
g. time must be available to reflect and analysis the overall situation 
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h. The plan should serve as a reference point for determining success or failure 
of the training program me. 
In the context of the shipping companies, the training function may be there on paper 
and even the level of implementation may be somewhat good however it focuses on 
technical training and is heavily governed by international regulation and does not 
really offer an opportunity for shipping companies to design their own training plan, 
beyond a certain extent. Nevertheless, though improvement is possible, the overall 
score is quite fair. 
Correlation Graph 
Correlation between Grand average score and score of Learning and 
Development 
Graph of correlation co-efficient r = 0.737 
Figure No.-50 
Correlation between overall score and Learning and Development score 
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This is by far the factor which is likely to most increase the overall satisfaction score, 
as compared to any other one. This is a significant observation and the shipping 
companies have their work cut out as should be incorporate din their overall strategic 
business plan to the extent it may be found feasible by them. 
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EIR CLIMATE 
Ho6: There is No Association between Level of Satisfaction ofHR climate and Type of 
Organization. -Accepted 
Hoi2: There is No Association between Level of Satisfaction of HR climate and 
Experience. -Accepted 
HfllS: There is No Association between Level of Satisfaction ofHR Climate and Age 
Group.-Accepted 
HR CLIMATE 
Table N0.-6I 
Response ofHR Climate: Type of Organization 
Government 
Private Sector 
Multinationals 
N 
42 
55 
165 
Mean 
63.57 
61.92 
64.53 
Standard Deviation 
6.42 
8.60 
8.24 
The government sector companies do show a lesser score as compared to those of the 
multinational ones even though it is higher than that of the private sector one.non 
government ones. However statistically it has been proved that the type of the 
organization does not really impact the overall HR climate of the organization. Hence 
we can say that the companies in one sector are quire similar to their counterparts in 
the others sectors. 
Table No.-62 
Response ofHR Climate: Work Experience 
Less 
Medium 
High 
N 
133 
65 
64 
Mean 
64.54 
62.90 
63.30 
Standard Deviation 
8.03 
8.32 
8.00 
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Here there is no significant difference and we have to be guided by the fact the 
hypothesis has been accepted and there is no association between the work experience 
levels of the employees with respect to the HR climate prevailing within the various 
organizations. 
Table No.-63 
Response of HR Climate: Age Group 
Young 
Middle 
Elderly 
N 
103 
110 
49 
Mean 
65.29 
62.50 
63.77 
Standard Deviation 
8.33 
7.72 
8.09 
The above hypotheses have all been accepted as there has been no reason to 
statistically conclude otherwise. This signifies that the HR climate which is prevailing 
in the shipping companies is independent of the type of organization, the work 
experience and the age of the respondent and does not differ significantly across these 
factor. All shipping companies and all their employees are subject to a similar 
environmental considerations and which are largely industry specific. Typically, the 
aspect of HRD orientation has been relatively, limited, in the shipping industry and it 
is because of this that this group of the climate has been highlighted in this study. 
Correlation between Grand average score and score of HR climate 
Graph of correlation co-efficient r = 0.818 
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Figure No.-51 
Correlation between overall score and HR Climate score 
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This relatively high correlation figure complements our earlier discussion that 
increasing this factor would have a greater overall impact on the satisfaction score. 
This is an area which should form an integral part of the shipping companies' forward 
direction to ensure that they successfully achieve the aspect of building adequate 
human capital in line with the ever increasing internal and external demands. 
HR Functioning 
Hnl9: There is No Association between Level of Score ofHR Functioning and Type of 
Organization. -Rejected 
Ho20: There is No Association between Level of Score of HR Functioning and 
Experience-Rejected 
Ho21: There is No Association between Level of Score ofHR Functioning and Age 
Group-Rejected 
Coming specifically to the subgroup of HR Functioning, it is inferred that each of the 
hypothesis has to be rejected as there is a significant association between the HR 
function and the type of the organization, the work experience and the age of the 
respondents. This leads to an interesting discussion. The shipping companies have 
scored less on all the various factors, in this group, but one which primarily deals with 
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the delegation of the authority from the seniors to their juniors. Other fundamental 
aspects score lowly as far as shipping companies are concerned. There is a lot of 
scope for improvement namely in communication regarding 360 feedback 
mechanism, the top management giving significance to the HRD function and the 
provision to work for flexible hours. 
The HR function of today illustrates the growing specialization of the work it does in 
fields like resourcing, reward and employee relations. There's also a growing breadth 
to its work. Training and development and HR management have tended to come 
together over the years as the interface between them blurs - much of the interest in 
organizational effectiveness sits at the junction between these two 'disciplines'. 
Organizational design or development might also be seen as spanning these 
boundaries and is growing in its importance in organizations concerned with ways of 
driving both structural and cultural improvement. In these organizations there may be 
a debate, as with learning and development (Carter et al 2002), as to whether 
organizational design (OD) should be separate from or integrated into HR. 
There are perhaps two key difficulties in discerning the HR function's contribution. 
First, can the performance/contribution of the HR function be measured 
independently from the services it provides or the quality of people management in 
the organisation? Some of our experts were sceptical - Brewster thinks not: 'Human 
capital has been talked about for a long time and yet it is very hard and probably 
impossible to measure value, so this is a major stumbling block - lots of things can be 
reported but ultimately the value of people cannot be measured.' Tyson too had 
reservations and, while recognising that the resource-based view of the firm (Barney 
1991) gives an economic theory that has a benefit in providing a language, he also felt 
that human capital is not like other forms of capital in that you cannot control it. 
Unlike a financial asset, it can resign, be disengaged, and so on, and for reasons quite 
separate from employment. 
Second, there's also a problem in segregating out the different contributions of HR 
and determining what activities actually add the most value. There's no evidence that 
suggests which detailed practices (as opposed to bundles of practices) are more or less 
likely to be associated with an efficient or effective HR function or with business 
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success. For example, at the two extremes, does the HR function that focuses mainly 
on administration add as much value as one that is wholly concerned with strategy? 
According to Buyens and De Voss (2001), both can be equally valuable if their 
contribution to the organization is crucial, albeit for different reasons. Quick and 
efficient screening of job applications so a line manager can interview to fill a 
vacancy is just as important to performance, at least in the short term, as the 
development of a competency management system. 
Elsewhere as well, there's evidence that the involvement of the function is still limited 
to a support role. In a Personnel Today survey (2005), only 25% of recruitment 
managers had responsibility for branding, and in a CIPD survey (2003) only 19% of 
organizations have HR lead responsibility for CSR. In a sense this isn't surprising. 
Organizational branding and corporate profile are likely to in be in the marketing, 
corporate communications or public relations domains. What is critical is the degree 
of influence HR has in these matters. Can it shape the corporate brand so that it 
attracts new recruits? Can it steer the social responsibility agenda so that it enthuses 
employees? These are harder questions to answer, but at least as pertinent as the 
proportion of HR managers that take charge of these areas. 
Figure No.52 
Correlation between HR Climate score and HR Function score 
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This correlation figure demonstrates the impact of this sub dimension on the aspect of 
HR Climate and it can be inferred that this is well correlated. While allocating 
resources, the HR department may usefully employ this relation to carry out an 
effective cost benefit study, to consider and decide appropriately in line with their 
immediate end long term needs. 
Career Management 
Ho22: There is No Association between Level of Score of Career Management and 
Type of Organization-Rejected 
Hn23: There is No Association between Level of Score of Career Management and 
Experience. -Accepted 
Hn24: There is No Association between Level of Score of Career Planning and Age 
Group.-Rejected 
'Career development' is the fifth factor that emphasizes the socialization of employees 
with organizational culture and service orientation and providing opportunities for 
career development. One of the most pressing problems the shipping industry faces is a 
shortage of quality-educated officers and the factors affecting this are the career 
structures in the merchant marine, recruitment and wastage patterns, existence of 
training delays and the possible presence of feedback relationships between sea-going 
and shore-based maritime jobs. Traditionally, the career path in the merchant marine 
has been defined by a hierarchical structure, a rigorous departmental shipboard 
division, and a narrow-based education delivering professional skills not usable 
anywhere else but at sea or in the maritime related sector ashore. Consequently, for 
most seafarers coming ashore meant leaving maritime-related employment altogether 
(Obando-rojas, Gardner and Naim, 1999). 
However, the technical, managerial and regulatory revolution that has affected the 
shipping industry during the last two decades has changed the role of those serving on 
board ships and the career path in the merchant marine. Today, shipboard operations 
require multidisciplinary and increasingly technical and interchangeable functional 
professional skills. Seafaring education is now being focused towards producing 
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integral vessel managers (combining operational and managerial skills). Furthermore, 
there is an increasing trend to include an academic base for maritime shore based 
careers as part of the college-based education received by merchant marine officers. 
To this end, many maritime education and training establishments around the world 
are currently offering seafaring education programs combined either with a 
maritime-related degree, such as B.Sc. in Marine Technology, or awarding credits 
recognized by higher education institutions towards the completion of a professional 
degree. This maritime holistic education will necessarily improve the career 
prospects of officers within the industry ashore (Obando-rojas, Gardner and Nairn, 
1999). 
Figure No.-53 
Correlation between HR Climate score and Career Management 
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The information revealed from the above graph should be referred to in conjunction 
with those of the earlier dimensions to identify its rightful place within the ambit of 
all the dimensions. 
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Organizational Values 
Ho25: There is No Association between Level of Score of Organizational Values and 
Type of Organisation-Accepted 
Ho26: There is No Association between Level of Score of Organizational Values and 
Experience. -Accepted 
Ho27: There is No Association between Level of Score of Organizational Values and 
Age Group.-Accepted 
Shipping company's employees score quite well on aspects such as authenticity, 
collaboration and team work, creativity and taking initiative. This is primarily due to 
the external demands on the employees from the various stakeholders and 
international legislation on one hand and also due to the availability of limited 
resources under restrained environmental conditions thereby enabling sufficient 
evolution of individual and organisational capabilities. Regarding trust the score is 
quite low and this indicates that the employees do not really have the required feeling 
of trust. Sufficient measures should be taken to enhance such attributes which is 
significant for an organization. 
The proof that HR managers are not doing enough is the fact that employees maintain 
a cordial relationship with them but do not actually share their personal dilemmas or 
ideas with them. 
Employees should be encouraged to share their personal information with their line 
managers and senior management even if that appears to be contract to the 
organizational objectives, from their perspective and such a move would be 
perceived as dissatisfaction with the current job and position and aspirations for 
another company. 
The point which we forget is that the HR department was founded years ago with the 
objective of gaining the employee's trust and fulfilling some of his extra-curricular 
needs in view of the fact that he spends nearly 70 per cent of his day at work 
(T.V.Rao). Further he also advises that today, the HR department may organize a 
picnic once a year, an office party every three months and thinks it has done the 
needful. But in effect, these do nothing to boost the long-term morale of an employee. 
177 
The sorry state of affairs can also be attributed to tlie lack of connect between HR 
personnel and line managers. In order to bridge the gap, it is time that HR 
departments held an internal evaluation of their actions and find ways to improve the 
Compiiinir-atmn 
Figure No.-54 
Correlation between HR Climate score and Organization values 
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Employee Communication 
Ho28: There is No Association between Level of Score of HR Communication and 
Type of Organisation. Rejected 
Ho29: There is No Association between Level of Score of HR Communication and 
Experience. Accepted 
Ho30: There is No Association between Level of Score ofHR Communication and Age 
Group. Accepted 
The shipping companies exhibit a good level of performance on almost all the 
parameters which include Top down communication, Horizontal communication 
across departments and units, no need to encourage informal rumors to extend beyond 
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a certain point and also the fact that sufficient opportunities exist for employees at all 
levels to meet the top management. 
The aspect which needs to be enhanced is the sharing of the company strategies with 
the employees which is due to an apprehension on the part of the company to share 
that information with their employees which, if leaked out, can be utilized, 
unfavorably, by the competitors. 
Research points out those organizations who keep employees regularly abreast of the 
company's strategy and plans do much better than those who communicate lesser. To 
begin, it is essential to get employees thinking in terms of the common purpose and 
objectives. It is important to help them understand their contribution in making the 
organization successful. 
To begin, it is essential to get employees thinking in terms of the common purpose 
and objectives. It is recommended to help them understand their contribution in 
making the organization successful. 
1. Educate them on the downsides of information leakage - for example, impact 
to the project, the organization and finally their job. 
2. That apart, information can be placed at a common space for sharing within 
teams. 
3. Include employees in drafting the confidentiality policy and how they can 
enforce it. 
4. Appoint internal champions who can own sections of the program. 
5. Recognize their contribution and encourage open conversations. 
6. Share examples and scenarios of how information leaks can damage a brand. 
7. Invite senior leaders to come in to your team meetings and talk about how 
critical information protection is. 
8. Finally, monitor all start and end points of your process to close on gaps, if 
any. 
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Figure No.-55 
Correlation between HR Climate score and Employee Communication 
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Table No. - 64 (a) 
Summary of the Hypothesis used in the Study 
Type of 
Organisation 
Work 
Experience 
Age Group 
Grand 
Level 
Hoi 
Ho7 
Hol3 
HR 
Planning 
Ho2 
Ho8 
Hol4 
Performance 
Appraisal 
Systems 
Ho3 
Ho9 
Hol5 
Motivatio 
nal levels 
Ho4 
HoiO 
Hol6 
Learning 
and 
Developm 
ent 
Systems 
Ho5 
Holl 
Hol7 
HR Climate 
Ho6 
-lol2 
Hol8 
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Table No. - 64 (b) 
Summary of the Hypothesis used in the Study 
Type of 
Organisation 
Work 
Experience 
Age Group 
HR Function 
Hol9 
Ho20 
Ho21 
Career 
Management 
Ho22 
Ho23 
Ho24 
Organisational 
Values 
Ho25 
Ho26 
Ho27 
Employee 
Communication 
Ho28 
Ho29 
Ho30 
Table No.-65 (a) 
Summary of the Hypothesis Testing-Association Present 
Grand Level 
Performance Appraisal 
System 
Motivational levels 
Type of Organisation 
Present 
Present 
Present 
Age Group 
Present 
Table No.-65 (b) 
Summary of the Hypothesis Testing-Association Present 
HR Functioning 
Career 
Management 
Employee 
Communication 
Type of 
Organisation 
Present 
Present 
Present 
Work Experience Age Group 
Present 
Present 
ANOVA Test Carried out Hypothesis which are rejected as per Chi Square 
Test-
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Hypothesis 1- Hoi: There is No Association between the overall Level of 
Satisfaction with the entire HRD dimension set and Type of Organisation 
Table N0.-66 
Hypothesis 1-ANOVA Table 
Between 
Groups 
Within Groups 
Total 
Sum of 
Squares 
735.66 
10092.1 
10827.7 
Df 
2.00 
259 
261 
Mean Square 
367.83 
38.965 
F 
9.44 
Calculated value of F- test = 9.44 
Table value ofF-test = 3.00 
Level of significance = 5% 
Result of test - Significance (Rejected) 
Hypothesis 3- Ho3 - There is no association between the level of satisfaction of the 
group performance appraisal system and the type of the organization- Rejected 
Table No.-67 
Hypothesis 3-ANOVA Table 
Between Groups 
Within Groups 
Total 
Sum of 
Squares 
3205.58 
12310.2 
15515.8 
Df 
2 
259 
261 
Mean 
Square 
1602.8 
47.53 
F 
33.722 
Calculated value of F- test = 33.72 
Table value of F-test = 3.00 
Level of significance = 5% 
Result of test = Significance (Rejected) 
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Hypothesis 4- Ho4 - There is no association between the level of satisfaction of the 
group motivational levels and the type of the organization- Rejected 
Table N0.-68 
Hypothesis 4-ANOVA Table 
Between 
Groups 
Within Groups 
Total 
Sum of 
Squares 
2597.4 
25178.4 
27775.8 
Df 
2 
259 
261 
Mean Square 
1298.7 
97.214 
F 
13.359 
Calculated value of F-test = 13.359 
Table value ofF-test = 3.00 
Level of significance = 5% 
Result of test = Significance ( Rejected) 
Hypothesis 13- Hoi3: There is No Association between Level of Satisfaction with 
the entire HRD Dimension set and the Age Group- Rejected 
Table No.-69 
Hypothesis 13-ANOVA Table 
Between 
Groups 
Within Groups 
Total 
Sum of 
Squares 
467.409 
10360.3 
10827.7 
Df 
2 
259 
261 
Mean Square 
233.71 
40.001 
F 
5.842 
Calculated value of F- test = 5.842 
Table value of F-test = 3.00 
Level of significance - 5% 
Result of test = Significance ( Rejected) 
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Hypothesis 19- Hn]9: There is No Association between Level of Score of HR 
Functioning and Type of Organization. -Rejected 
Table No.-70 
Hypothesis 19-ANOVA Table 
Between 
Groups 
Within Groups 
Total 
Sum of 
Squares 
1116.08 
64466.4 
65582.4 
Df 
2 
259 
261 
Mean Square 
558.04 
248.91 
F 
4.242 
Calculated value of F- test = 4.242 
Table value ofF-test = 3.00 
Level of significance = 5% 
Result of test = Significance ( Rejected) 
Hypothesis 20- Hn20: There is No Association between Level of Score of HR 
Functioning and Experience-Rejected 
Table No.-71 
Hypothesis 20-ANOVA Table 
Between 
Groups 
Within Groups 
Total 
Sum of 
Squares 
4817.75 
60764.7 
65582.4 
df 
2 
259 
261 
Mean Square 
2408.9 
234.61 
F 
10.267 
Calculated value of F- test - 10.267 
Table value of F-test = 3.00 
Level of significance = 5% 
Result of test = Significance (Rejected) 
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Hypothesis 21- Ho21: There is No Association between Level of Score of HR 
Functioning and Age Group-Rejected 
Table No.-72 
Hypothesis 21-ANOVA Table 
Between 
Groups 
Within Groups 
Total 
Sum of 
Squares 
7903.63 
57678.8 
65582.4 
Df 
2 
259 
261 
Mean Square 
3951.8 
222.7 
F 
17.745 
Calculated value of F- test = 17.745 
Table value ofF-test = 3.00 
Level of significance = 5% 
Result of test = Significance (Rejected) 
Hypothesis T1-HQ22: There is No Association between Level of Score of Career 
Management and Type of Organization-Rejected. 
Table No.-73 
Hypothesis 22-ANOVA Table 
Between 
Groups 
Within Groups 
Total 
Sum of 
Squares 
2432.78 
61996.7 
64429.5 
df 
2 
259 
261 
Mean Square 
1216.4 
239.37 
F 
5.082 
Calculated value of F- test = 5.082 
Table value ofF-test = 3.00 
Level of significance = 5% 
Result of test = Significance (Rejected) 
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Hypothesis 24- Ho24: There is No Association between Level of Score of Career 
Management and Age Group.-Rejected 
Table No.-74 
Hypothesis 24-ANOVA Table 
Between 
Groups 
Within Groups 
Total 
Sum of 
Squares 
2013.41 
62416.1 
64429.5 
Df 
2 
259 
261 
Mean Square 
1006.7 
240.99 
F 
4.177 
Calculated value of F- test = 4.177 
Table value of F-test = 3.00 
Level of significance = 5% 
Result of test = Significance (Rejected) 
Hypothesis 28- H(i28: There is No Association between Level of Score of HR 
Communication and Type of Organisation. Rejected 
Table No.-75 
Hypothesis 28-ANOVA Table 
Between 
Groups 
Within Groups 
Total 
Sum of 
Squares 
914.691 
36875.6 
37790.3 
Df 
2 
259 
261 
Mean Square 
457.35 
142.38 
F 
3.212 
Calculated value of F- test = 3.212 
Table value of F-test = 3.00 
Level of significance = 5% 
186 
Table No.-76 
Extract of Null hypothesis of chi-square test of type of organization against 
different factors 
Null hypothesis 
no. 
1 
2 
3 
4 
5 
6 
Factor 
Combined group 
HR planning 
Appraisal system 
Motivation 
Learning and development 
HR climate 
Calculated 
value 
12.16 
6.84 
43.63 
17.3 
7.44 
6.79 
Table value- 5% 
l.o.c 
9.49 
9.49 
9.49 
9.49 
9.49 
9.49 
Table No.-77 
Extract of Nul 
Null hypothesis 
no. 
7 
8 
9 
10 
11 
12 
hypothesis of chi-square test of work experience of respondent: 
against different factors 
Factor 
Combined group 
HR planning 
Appraisal system 
Motivation 
Learning and development 
HR climate 
Calculated 
value 
4.33 
2.12 
0.96 
4.95 
4.72 
3.36 
Table value- 5% 
l.o.c 
9.49 
9.49 
9.49 
9.49 
9.49 
9.49 
Table No.-78 
Extract of Null hypothesis of chi-square test of age of respondent against different 
factors 
Null hypothesis 
no. 
13 
14 
15 
16 
17 
18 
Factor 
Combined group 
HR planning 
Appraisal system 
Motivation 
Learning and development 
HR climate 
Calculated 
value 
9.93 
7.41 
4.16 
5.42 
6.82 
2.86 
Table value- 5% 
l.o.c 
9.49 
9.49 
9.49 
9.49 
9.49 
9.49 
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Table No.-79 
Extract of Null hypothesis of chi-square test of HR functioning against different factors 
Null 
hypoth 
esis 
no. 
19 
20 
21 
Factor 
Type of organization 
Experience of 
respondent 
Age of respondent 
Calculate 
d value 
10.61 
14.34 
30 
Table 
value-
5% 
l.o.c 
9.49 
9.49 
9.49 
Result of test 
Significant 
Significant 
Significant 
Hypothesis status 
Rejected 
Rejected 
Rejected 
Table N0.-8O 
Extract of Null hypothesis of chi-square test of HR career planning against different factors 
Null 
hypoth 
esis 
no. 
22 
23 
24 
Factor 
Type of organization 
Experience of 
respondent 
Age of respondent 
Calculate 
d value 
19.35 
4.69 
14.46 
Table 
value-
5% 
l.o.c 
9.49 
9.49 
9.49 
Result of test 
Significant 
Non-significant 
Significant 
Hypothesis status 
Rejected 
Not Rejected 
Rejected 
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Table N0.-8I 
Extract of Null hypothesis of chi-square test of Organizational Values against different 
factors 
Null 
hypoth 
esis 
no. 
25 
26 
27 
Factor 
Type of organization 
Experience of 
respondent 
Age of respondent 
Calculate 
d value 
7.5 
0.86 
1.63 
Table 
value-
5% 
l.o.c 
9.49 
9.49 
9.49 
Result of test 
Non-significant 
Non-significant 
Non-significant 
Hypothesis status 
Not Rejected 
Not Rejected 
Not Rejected 
Table No.-82 
Extract of Null hypothesis of chi-square test of HR Communication against different factors 
Null 
hypoth 
esis 
no. 
28 
29 
30 
Factor 
Type of organization 
Experience of 
respondent 
Age of respondent 
Calculate 
d value 
9.96 
6.04 
4.24 
Table 
value-
5% 
l.o.c 
9.49 
9.49 
9.49 
Result of test 
Significant 
Non-significant 
Non-significant 
Hypothesis status 
Rejected 
Not Rejected 
Not Rejected 
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Strengths of MuHinational Shipping Companies 
HR Planning 
• Manpower requiremenst are identified well in advance 
• Retirements and vacncies form a part of manpower planning 
• Departments send manpower requirements in advance to the HR department 
• Widespread use of the HRIS system 
Performance Appraisal Systems 
• Potential of the employees is assessed for higher level responsibilities in terms 
of key competencies 
• Employees are encouraged to demonstrate diverse competencies by given 
opportunities to perform a range of tasks 
• Providing service orientation to Managers 
• Pay for performance 
• A clear explanation of the policy and it's implementation is communicated and 
explained to all staff 
Motivational Levels 
• Conducting employee attitude survey 
• Top Management go out of their way to make sure that the employees enjoy 
their work 
• Freedom to achieve results 
• Objectivity in rewards is ensured 
• Rewards have a motivating efefct 
• Paying compettiticesakaries 
• A clear explanation of the remuneration policy is provided and it's 
implenenattion is well explained 
Learning And Development Systems 
• There is a well designed and a shared training policy here 
• Competency mapping helps in employee development 
• Development of sub-ordinates is seen as an important part of their job by the 
seniors and the top management 
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• Personnel returning from training are encouraged to use whatever they have 
learnt in their training programme 
HR Climate 
HR Function 
• Delegaton of authority and responsibility from seniors to juniors is practised 
Career Management 
• Promotion Policies are known and widely shared with employees 
Organisational Values 
• Authenticity 
• Collaboration and team work 
• Creativity 
• Taking initiative 
Employee Communication 
• Top down communication helps employees to know the thinking on top 
• Horizontal communicayion exists sufficiently acorss the various departments 
and units 
• Informal channels like rumours are not powerful and employees get all the 
imformation in advancewith no scope for rumours 
• Employees at all levels have the opportunity to meet the top management 
Weaknesses of Multinational Shipping Companies 
HR Planning 
• Line Managers are trained on interviewing and other selection techniques 
• Gender Equality and Opportunity for all manpower requirements exists 
Performance Appraisal Systems 
• Employees grasp what is expected of him through the executive appraisal 
system 
• Goal setting exercises help employees stretch their capabilities to the 
maximum 
• The PMS helps the apprise and the appraiser to have a common understanding 
of the factors affecting the performance of the appraise 
• PMS provides scope to correct biases through a review process 
• 360 feedbacic is well adminstsred and implemented 
• Managerial personnel are allowed to challenge or appeal appraisal decisions 
made by superiors 
• Ranking/Grading in performance appraisal directly relates to performance at 
work 
Motivational Levels 
• Type and amount of reward given is adequate 
• Employee participation is decision making is ensured 
Learning and Development Systems 
• Involvement of Line managers in HR planning 
• Job Rotation is done to help employees understand and develop their potentail 
in new areas 
• Training function emphasises the importance of development of managerial 
competencies 
• Employees particpate in determining taining needs 
• Training needs are identified basis a very careful examination of the 
development needs 
• Line managers provide the right climate to implement new ideas and methods 
• Training is taken seriously and learning is implemented 
• Selection to select project teams motivates personnel to learn more 
HR Climate 
HR Function 
• Employees have been adequately communicated to and prepared for 
participation in 360 deg feedback 
• Top management gives significance to the HRD Function 
• Usually in this organisation there is a provision to work for flexible hours 
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Career Management 
• Career paths are laid down for employees 
Organisational Values 
• Trust 
Employee Communication 
• NIL 
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CHAPTER-6 
CONCLUSIONS 
Summary, Conclusions, Challenges, Future Challenges, Limitations & Scope of 
Future Research 
The analysis, results and findings of study have been presented in previous two 
chapters of 4 and 5. In this chapter, the study is summed up, conclusions are drawn 
based on the findings of study and then some future challenges subsequent to 
conclusions are given with a view to benefit the employees and the multinational 
shipping companies. Having come across certain limitations during the course of 
study as explained at the end of the chapter, there is always a scope in future for the 
researchers to improve the study which has been outlined based on mainly the results 
of our present study and the literature survey carried out at the beginning of the study. 
Summary 
In the new business environment, HR no more means only support services; it plays a 
strategic role in realizing business goals and improving organizational performance. It 
is a major challenge before the HR professionals to measure the HR performance in 
determining the overall organizational performance. Today the total transformation of 
Human Resources has become both a business necessity and a strategic, value-adding 
opportunity. The HR Strategy will need to address the issue of how the organization 
will build its HR Capital (which expands the capabilities of the organization). The HR 
functions will need to develop the strategies for building a knowledge-based 
workforce that can meet future challenges confronting the organization. Competitive 
advantage today stems primarily from the internal resources and capabilities of 
individual shipping companies - including its ability to develop and retain a capable 
and a motivated workforce. If competitive success is achieved through people - if the 
workforce is indeed an increasingly important source of competitive advantage - then 
it is really important for the shipping companies to build a workforce that has the 
ability to achieve competitive success and which cannot be readily duplicated by 
others. "In the closing years of the twentieth century, management has come to accept 
that people, not cash, buildings or equipment, are the critical differentiators of a 
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business enterprise. As we are now well into the new millennium and find ourselves 
in a knowledge economy, it is undeniable that the people are the profit levers. All the 
assets of an organization, other than people, are inert. They are passive resources that, 
more than anything else require a human application to generate value. The key to 
sustaining a profitable company or a healthy economy is the productivity of the 
vt'orkforce, i.e. our human capital. In the American economy, where over half of the 
gross national product is allocated to the information sector, it is obvious that 
knowledgeable people are the driving force." - The ROI of Human Capital by Jac 
Fitz-enz. (Evans et al, 2003). 
Strategic planning refers to management processes in organizations through which 
future impact of change is determined and current decisions are taken to reach a 
designed future. These have far reaching influence on the organization. Top 
management in Indian organizations, though recognize the importance of strategic 
planning, paradoxically they devote little time and effort to it. However, in the light of 
the ongoing liberalization process, there is an inherent need to change this trend. 
Strategic planning assumes greatest importance due to the very rapidly changing 
external environment and their increasing complexity in view of their continuous 
impact on the close linked and the ever increasingly network of the complex 
dynamics involved. Once the organization defines its strategy, the HR professionals 
need to design the HR strategy to completely support that organizational strategy. As 
very rightly said, according to Pattanayak (2008), it has become imperative for every 
organization to achieve corporate excellence. There is a greater challenge now before 
the Indian corporate sectors. HR Strategy has to be integrally linked with the business 
goals of the organization, as it is going to play a major role to cope up with the 
challenges. Therefore, it is important for organizations to align their corporate 
strategy with HR Strategy, as addressing these challenges require the talents, energies 
and performance of human resources. It has been found that organizations following 
different corporate strategies utilize different HR practices. In the new economy, 
organizations will become successful only when they develop capabilities such as 
responsiveness, speed, agility, learning capacity and employee competence (Schuler 
& Jackson, 1995; Arthur, 1992). The most critical asset of a business is its manpower. 
The business is an interaction of men, machines, materials and money, but what 
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distinguishes a successful organization from an unsuccessful one, is the quality of its 
manpower. The role of management is therefore, to optimize the use of resources 
available to it so that they all are used together in the most possible combination in 
order to bring organizational excellence. Jayamani (2005) believes that the core 
competence which India and Indian organizations can acclaim is in the human 
resource development. This inherent power of India to be utilized to the maximum in 
order to achieve the ultimate goal of prosperity through excellence is management by 
excellence (MBE) which is the new paradigm in HRM. Human excellence is 
manifested not just through individual efforts; team effort is often needed especially 
in organizational settings for surpassing achievement. The more an organization 
promotes individual or team excellence, the more the organization itself is likely to 
excel. Excellence is powered by strong commitments. The Darwinian's philosophy of 
survival of the fittest ruled the universe for years which was overruled by the modern 
philosophy of the survival of the mightiest. The international scenario is fast changing 
and now the new age paradigm is the survival of the competent, where we are 
concerned more about the core competency of the human being. All our actions are 
aimed at some goal and every action is a pursuit of excellence. In today's corporate 
world of fast changing business environment, those who are not developed or those 
who do not develop themselves, will not only be professionally dead but will also be 
punished for their indifferences from other employees' development in the 
organization. 
A viewpoint that is being emphasized recently is the role of ethics in achieving 
corporate excellence. Ethical values and clarity about these values characterize 
excellent organizations (Hoffman, 2000). It is strongly felt that organizational values 
and practicing ethics have definite bearing on corporate excellence. Ethics and ethical 
values of people play a significant role in organizations as a creator of values. It 
contributes to the quality of work and the life at workplace. It emerged in USA during 
1970s, as a result of ongoing radical social changes. In last twenty-five years or so, 
the importance of ethics has surged in India also. In the opinion of Prasad (2005), 
ethics is considered to be an absolute necessity for efficient and effective organization 
as it helps the market, it helps the organization. Work ethics implies that a person 
works for achieving the organizational objectives in totality. Ethical value-based 
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organizations treat their staff as human assets; the staff is empowered and highly 
motivated. Today, value-based management is the only answer to prosperity of 
business and, therefore, survival and growth of future organizations will be driven by 
ethical values on a long- term basis. The market is competitive and in the long-run, 
only those organizations will survive the competitions which are based on ethical 
values, fairness and integrity. 
10.2. Conclusions 
The results of our study and investigations show that the dimensions of the HRD 
Systems are correlated to the overall satisfaction to the overall satisfaction of the 
employees of the shipping companies. The HRD dimensions which we have analysed 
in detail are 
• HR Plannmg 
• Performance Appraisal 
• Motivational Levels 
• Learning and Development 
• HRD Climate, in turn consisting of 
o HR Function 
o Career Management 
o Organizational Values 
o HR Communication 
Research Objective 1 
To assess the practices regarding human resource planning in shipping companies. 
The findings of our study reveal hypotheses Ho-2 (type of organsiation/HR Planning) 
and Ho-8 (Experience /HR Planning) and Ho-14(Age/HR Planning) are not rejected in 
terms of them having no association with any of the variables, namely the type of the 
organization, the work experience and the age of the respondents. Out of the eight 
number questions relevant to this group a good score( more than 65%) has been 
obtained on all excepting two. The shipping companies are thereby found to have a 
good HR planning, which though not based on a specific mathematical variable 
appears to be based more on empirical procedures, which, nevertheless, have worked 
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effectively in the past. This extends across all the types of the company and all 
experience levels and the age groups. 
• The dimensions which required to be improved is namely the involvement of 
line managers in HR planning. The HR department needs to be proactive and 
should recognize the line operation as one of their most important internal 
stakeholder. 
• Another dimension which may require attention is the aspect of Gender 
equality and opportunity which is probably understandable keeping in mind 
the unconventional nature of the industry being dominated by male members. 
• The findings of our study indicate the strongest dimension is that of the 
widespread use of the HRIS system which is the basic platform of HR 
planning. 
The correlation factor, with respect to the grand score is 0.475 which reveals that 
improving on this aspect may not really bring about a substantial increase in the 
overall satisfaction levels of the HRD systems. The chiefs of HRD in the shipping 
companies will do well by keeping this in mind and use it analytically for allocating 
their scare resources in an optimum manner 
Research Objective No. 2 
To assess the performance appraisal systems used for assessing human resources in 
shipping companies. 
• The findings of our study reveal that out of hypotheses Ho-3 (type of 
organsiation/Performance Appraisal Systems) and Ho-8 (Experience 
/Performance Appraisal Systems) and Ho-14(Age/Performance Appraisal), 
only Ho-3 is rejected. The government companies, as expected, do show a 
lower score as compared to the private sector and the MNC's, which, in turn, 
speaks about the more effective systems of performance appraisal in those 
companies. Sural y the appraisal systems in those companies can also be 
increased specially in terms of a fundamental understanding about it. This 
needs to be emphasized though; performance appraisal systems are primarily 
for the benefit of the appraises and for their ongoing development. The 
198 
benefit of the organsiation would be incidental and is only linked to that of the 
employee. It is a long term perspective which is essential as well as the fact 
that employees seek the organizations of their choice; namely the ones with 
which they feel their work philosophy is congruent with and one with which 
they feel most aligned with. 
• Specifically the aspects of goals setting, and helping the appraiser and the 
appraise to understand in a congruent manner and providing a positive scope 
to correct biases through a review process are the ones which need to be 
seriously introspected by the multinational shipping companies and examined 
as to how they can be incorporated in their performance appraisal systems. 
• Innovations mechanisms in performance appraisal systems which exist at a 
global level do need to be incorporated in the various shipping companies. 
Managerial personnel, basis being shown and provided an opportunity to view 
their appraisal report should also be provided with an opportunity to challenge 
the decision and comments of the appraise and be given a platform to 
challenge that viewpoint. Though full respect must be given to the position of 
the appraise, it is imperative that a mechanism exists to make them more 
objective in their actions so that they well appreciate the importance of this 
activity. This would bring about a greater amount of satisfaction in the minds 
of the employees of the shipping companies. 
Here it is observed that the shipping companies demonstrate a substantial 
opportunity for improvement. A lot of dimensions are lagging behind and can 
be improved on with hopefully better business results. 
The correlation of this group with the grand score is 0.688 which is significant. 
Addressing this area can be useful for significantly increasing the overall HRD system 
as well and thereby the potential of this group is prominent. 
Finally it may be relevant to also review Edward Deming's alternative to performance 
appraisal which is given below: 
199 
Edward Deming's Alternative to Performance Appraisal 
His alternatives to performance appraisal are: 
1. Meticulous selection of leaders, 
2. Educating workers about their obligations, and improved training and education 
after selection, 
3. Getting leaders to function as colleagues rather than as judges, 
4. Subordinate performance to be assessed using statistical data, 
5. Three to four hours interview annually, with subordinates aimed at support and 
encouragement, and 
6. Accommodation to lone workers. 
The challenges for the Performance Appraisal Systems are as follows: 
Challenges -Performance Appraisal Systems 
• Create a culture of excellence that inspires every employee to 
improve and lend himself or herself to be assessed 
• Align organizational objectives to individual aspirations 
• Clear growth paths for talented individuals 
• Provide new challenges to rejuvenate careers that have reached 
the plateau stage 
• Forge a partnership with people for managing their careers 
• Empower employees to make decisions without the fear of 
failing 
• Embed teamwork in all operational processes 
• Debureaucratise the organization structure for ease of flow of 
information. 
In the globalized economy, which is heavily regulated there is therefore a fear of 
relatively newer organizations overtaking the existing ones as far as business elements 
are concerned. 
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However, it has emerged from the discussions of study that 3Cs- culture or character, 
commitment and competence which are important for creating the service company of 
the high order and are present in shipping companies in India, are HR strategic and 
aligned to various business strategies. Moreover, we have still to create a new 
organizational culture within the shipping companies whose mindset is global, 
building a more customer-focused and creating a 'value-adding' growth. Business 
Organizations are always defined by their commitments and character or culture. The 
HR relates to core competencies, and the shipping companies do need to build and 
maintain core competencies because this is the source of competitive advantages. 
Core competencies have a lot to do with recruitment/ selection, training, development, 
promotions and retaining the best people. And as per Evans (2003), HR plays a lead 
role in this mandate, major strength is now recognized to be the quality of the people 
within, and therefore they have started formulating and implementing their own new 
HR Resourcing Policy, taking care of recruitments aspects besides promotions, 
trainings, transfers, counseling & career development and all other HR related issues, 
which appear to be more scientific, HR strategic and aligned to business strategies. 
They are now initiating the campus recruitments, recruitments from open markets, etc. 
and implementing all HR strategic measures which will not only help them to fall in 
line with foreign and private sector banks but they may surpass them in times to 
come. Since the contribution of human resources in shipping companies being a more 
people-oriented service industry can not be ignored, a little judicious thinking on HR 
aspects can bring about more desired results of excellence in the near future. It was 
realized in the course of personal interaction with their employees that the service 
standards of shipping companies though continuously improving are far from what 
they should be. Just having better technological infrastructure may be a competitive 
advantage however that may be temporary and copied. The permanent source of 
competitive advantage is none other than human resources and their development in 
all respects. 
Research Objective No 3 
To assess the status of and trends of motivational levels of employees in shipping 
companies. 
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The findings of our study reveal hypotheses Ho-4 (type of organsiation/Motivational 
Levels) is rejected and Ho-10 (Experience /Motivational Levels ) and HQ-
16(Age/Motivational Levels) are not rejected in terms of them having no association 
with any of the variables, namely the work experience and the age of the respondents. 
Analyzing this to the next step it is concluded that the government company 
employees do exhibit a lower level of motivational levels as compared to those of the 
private sector and the multinational company's ones. 
• Shipping companies need to strengthen the following areas: 
• Employees participation in decision making 
• Reward being adequate in terms of type and amount 
• Top Management can take more interest in their work 
To a lesser extent: 
• Freedom to achieve results 
• Objectivity in rewards 
• Rewards have a motivating eifect 
• Senior Executives including the top management are aware of the 
problems being faced by the employees 
By achieving the above the shipping companies can ensure a more motivated and a 
dynamic workforce which can enable it to earn a niche in the whole industry. 
The average score of motivation is 66.3% which is fairly good. Its correlation (r)with 
the overall grand score of satisfaction with the HRD system is 0.789. Hence 
concentrating on this area can be very advantageous for shipping companies. 
Motivation is a very important element of "Competence" where besides knowledge, 
skills and attitude it also finds a very important position. The level of motivation is 
what actually drives an employee to do best for him as well as for the organisation. 
Harnessing the potential of its employees is a very role to be played by the top 
management, in any organization which can then have direct consequence on the 
overall business results. 
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It should also be considered that motivation is one of the most important antecedents 
of organizational commitment. That means that a high motivational level would 
contribute to an individual's desire to stay in the company instead of 
looking around for another employer. 
Research Objective No. 4 
To assess the learning and development systems being employed within shipping 
companies. 
Each of the three hypothesis dealing with the type of the organsiation, work 
experience and the age of the respondents has been accepted and this signifies that 
there is no difference across the organsiation as far this variable is concerned. The 
shipping companies need to enhance the function of training and developing their 
employees. A general drive for openness and transparency can be immensely 
beneficial .It is imperative to adopt a long term perspective and to be able to pull 
away from the day to day operational needs a big concern is about the line managers 
and as to how they really perceive the entire HRD Function. It is important to 
appreciate the significance of the HR department and allow it to come within the fold 
of the mainstream line function. This sharp divide between the line and the staff roles 
need to be bridged and in any case made more congruent. This will help the 
organsiation, the employees and the industry. It is fast happening in the other 
industries; why can't it happen in the shipping industry? 
This become more critical specially in the wake of an acute shortage of manpower, 
specially when the industry in facing serious issues pertaining to a high attrition rate 
and where due to the heavy legislative framework stress on acquiring and nurturing 
and enhancing human capital is of paramount importance. This is probably the area 
where the shipping companies need to undergo a paradigm change and employ 
innovative mechanisms to enhance their employee's satisfaction. The benefit would 
surely reflect in their measurable levels of corporate excellence. 
The correlation coefficient here is 0.73 which reconfirms our assertion of its element 
being significant. The average score is 66.33% which is fair and can be improved 
upon. 
203 
To study and analyze the HR climate prevalent in shipping companies 
This would require, in turn, a detailed examination of the following : 
Here also the hypothesis after being tested reveals a confirmation with the actual 
reality. There is no association of the HR climate dimension with any of the variables 
of the types of the organsiation represented by, and the work experience level and the 
age group of the respondents. The average score of the climate is 63.83% and it's 
correlation with the overall HRD system is 0.818. 
a) HR Function and it's effectiveness in terms of the overall output of the 
HRD dept 
Here the hypothesis nos 19-21, 3 nos, have been completely rejected on each of the 
three variables. This signifies that the HRD function is associated with the various 
variables. In the government sector it is less than it is observed to be in the 
multinational companies. That should not be surprising. However, it is significant to 
note that even in the aspects of work experience and the age groups of the 
respondents, an association is revealed. This leads us to conclude that the perceptions 
in terms of expectations of the employees from the organsiation vary considerably 
which , in all likelihood, are due to differing educational eras, generation gaps and 
contemporary lifestyles and global exposure to the best practice regime at a relatively 
young age. The correlation coefficient is 0.678( as a sub group) and the average score 
is 51.34% 
b) HR practices pertaining to career planning of the employees 
Here the hypothesis dealing with the type of the organization and the age of the 
respondent are rejected while as the one dealing with the work experience is accepted. 
It would be logical to infer that this again is so because of the different background 
profiles of the respondents, the kind of social economic and political etc environment 
they were subject to the level of globalization, or lack of thereof, structures which 
have helped shape their thinking and subsequently their response. The correlation 
coefficient is 0.640 (as a sub group) and the average score is 51.51% 
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c) Organizational Values, as applicable from a HR perspective 
All the three hypothesis are accepted and it can be concluded that this aspect is 
independent of any of the variables. This is significant as this reveals that the overall 
employer-employee connect, on this aspect, remains the same and though there may 
be specific variations, on the whole there is commonality. The correlation coefficient 
is 0.495 (as a sub group) and the average score is 74.90% 
d) Organizational Communication, again from a HR perspectives 
Here the finding is interesting. The type of the organization is associated with the 
satisfaction scores of the employees while as it is not dependent on the work 
experience and the age profiles of the respondents. This signifies that the 
communication levels, i.e. employee communication is far higher in the MNE's as 
compared to the government sector companies. It is this factor only which is 
discerning while as the others are not. 
The correlation coefficient is 0.678( as a sub group) and the average score is 72.61% 
A summary of the correlation coefficients is given in the below table s to sum up the 
figures which have been arrived at during the course of the study and discussed 
above. This would then indicate the course of action which can then possibly be 
adopted by the shipping companies. 
Table No.-83 (a) 
Existence of Association Between the Various Variables 
Type of 
organisation 
Work 
Experience 
Age group 
Grand 
Level 
yes 
no 
yes 
HR 
Planning 
no 
no 
no 
Performance 
Appraisal 
Systems 
Yes 
No 
No 
Motivational 
Levels 
yes 
no 
no 
Learning and 
Development 
Systems 
no 
no 
no 
HR 
Climat 
e 
No 
No 
No 
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Table No.-83 (b) 
Existence of Association Between the Various Variables 
Type of 
organisation 
Work 
Experience 
Age group 
HR 
Functi 
on 
yes 
yes 
no 
Career 
Manage 
ment 
yes 
no 
yes 
Organisation 
a! Values 
No 
No 
No 
HR 
communicat 
ion 
yes 
no 
no 
Table No.-84 (a) 
Correlation-Dimensions of HRD Systems 
Grand Average of 
all respondents and 
all questions 
Score of HR 
Planning 
Score of Appraisal 
System 
Score of Motivation 
Score of Learning 
and Development 
Score of HR 
1 climate 
Grand Average 
of all 
respondents and 
all questions 
1.000 
.475 
.688 
.789 
.737 
.818 
Score of 
HR 
Planning 
.475 
1.000 
.243 
.276 
.159 
.335 
Score of 
Appraisal 
System 
.688 
.243 
1.000 
.407 
.482 
.359 
Score of 
Motivation 
.789 
.276 
.407 
1.000 
.418 
.665 
Score of 
^earning and 
Developmen 
t 
.737 
.159 
.482 
.418 
1.000 
.406 
Score of HR 
climate 
.818 
.335 
.359 
.665 
.406 
1.000 
206 
Table No.84 (b) 
Correlation-Dimensions of HRD Systems 
Score of HR 
climate 
Score of HR 
functioning 
Score of HR 
career Planning 
Score of HR 
organizational 
values 
Score ofHR 
Communication 
Score of HR 
climate 
1.000 
.678 
.640 
.495 
.681 
Score of 
HR 
functioning 
.678 
1.000 
.392 
.084 
.117 
Score of HR 
career 
Planning 
.640 
.392 
1.000 
-.099 
.164 
Score of Score of HR 
HR Communication 
organiza 
tional 
values 
.495 
.084 
-.099 
1.000 
.487 
.681 
.117 
.164 
.487 
1.000 
Future Challenges for HRD 
The challenges of measurement in the "People" realm are many, but one of the 
fundamental issues is the relative power of the measurement tools versus those used 
in other parts of a business. Many aspects of production, sales, and finance, for 
example, are all quantifiable and objective, but this is much less true for human 
capital. As the discussion of Sears and other such research indicates, it is true that 
human capital practices are directly linked to business Outcomes. Although growing 
in number over time, high-quality research studies that demonstrate linkage are still 
relatively few and most of the evidence is still anecdotal. Although anecdotes are 
abundant, they are not very powerful in terms of proving cause and effect, let alone in 
quantifying the relationship. 
The most powerful measurements establish true causation between practice and 
outcome. For example, one type of evidence used to demonstrate training 
effectiveness is the "impact" of the training reported by the employees; that is, 
trainees' ratings of how much the course helps them do their work. Such self-report 
ratings do not establish causation, however. In order to show causation, a significant 
and reliable impact on some important outcome would have to be demonstrated. For 
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example, sales training could be said to cause improved sales volume if trained 
employees generated significantly greater sales than a group of employees who had 
riot been trained. Furthermore, this effect should be demonstrated repeatedly over 
time. 
Once a causal relationship such .as this has .been established, it can then be used to 
simulate future states, such as revenue growth goals, and to forecast human capital 
requirements to achieve them. Currently, very few companies have achieved this level 
of measurement sophistication. Most linger at the level of benchmarking and 
correlation evidence as Illustrated in the measurement "power curve" advantage for 
them moving forward. 
Figure No.-56 
Measurement Techniques-Causation between organization practice and 
outcome 
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Let's consider benchmarking for a moment. Although benchmarking can provide 
evidence of what is possible to achieve in terms of outcome and process, it does little 
to inform as to how effective (if at all) the practice will be in any given company, 
even when considering companies within the same industry. The context (for 
example, the type of business, where it operates, its leadership style, culture, and so 
on) that a company operates in is crucial to deciding which combination of human 
capital "best practices" is going to yield maximum value for it. In fact, where the 
practice of benchmarking is concerned, the leading thought is that it can actually be 
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counterproductive to a business. 
In their article, Becker and Huselid"(1995) argue that "relying on external 
benchmarks as a measure of HRD's performance is fundamentally wrong." 
Benchmarking is appealing simply because it is quantitative, objective, and 
reasonably quick and painless. "Reliance on benchmarking ... allows HR 
professionals to report measures of HR performance without fundamentally changing 
their perspective on 
HR or devv;loping any new competencies around HR measurement or strategy 
execution" 
What's needed instead of benchmarking data is the comprehensive development of a 
unique and robust HRD scorecard that links people practices, strategy, and 
performance. Becker, Huselid, and Ulrich in their popular book The HR Scorecard 
describe a seven-step process for achieving this. According to the authors, in order to 
transform an organization's HRD architecture into a strategic asset it must: 
• clearly define the business strategy; 
• build a business case for HRD as a strategic asset; 
• create strategy maps; 
• identify HRD deliverables within the strategy map; 
• align the HRD architecture with the HRD deliverables; 
• design the strategic measurement system; and 
• Implement management by measurement. 
Such a measurement system and scorecard can yield the conceptual and operational 
tools HRD practitioners need to demonstrate the value of the function that other 
executives find convincing. 
The thinking and consulting practice aligns with Becker, Hudelid, and Ulrich. In fact, 
there are many leading companies, outside the shipping Industry around the world 
with ambitions to develop and utilize HRD measurement systems of this type. The 
same topic shares numerous case studies of the experiences our clients have had 
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improving tiieir HRD measurement systems; tiiat is, the entire range or management 
practices that govern transactions between employer and employees inside the 
organization. These ILM models are then used to build links to specific business 
outcomes such as productivity, revenues, and profitability. Once such links are 
established, the client's executive team can see, in precise quantitative and causal 
terms, which elements of their human capital management practices have created or 
destroyed value for the organization. 
This causal linkage is indeed vital because shipping MNC's thinking on the 
measurement of the ROT of human capital converges on the need to gain a better 
understanding of precisely how human capital practices add to or detract from 
positive business outcomes. Companies with the most precise measures will be able-
to fine-tune their investments to achieve maximum returns, and this will be a key 
competitive advantage for them to move forward. To the latter part of the twentieth 
century, most Shipping MNC's companies had been successful using traditional 
business trading models. The nature of much of the business they did required few 
skilled workers (that is, plantation agriculture, basic and low-tech manufacturing, 
general import/export trading, shipping, and so on) and the labor supply was plentiful. 
Furthermore, labor laws were nonexistent or weak, and with the exception of a few 
countries, such as South Korea, labor unions were few in number (if permitted at all) 
and poorly organized. Because many businesses were family owned, organizational 
cultures were built around the founders and their extended families. Management 
teams and boards of directors were more like "cults of personality," rather than 
strategic architects and governance bodies. Employment "contracts" were based 
around simple rules of trust and reciprocity: fair wages for a fair day's work and 
loyalty to the organization. In many companies, staff was treated more as extended 
family, and in return they were guaranteed employment for life provided the company 
stayed in business. 
Of course today most successful Shipping MNC's companies, and certainly the 
leading ones, have modernized their approach to human resource management. 
Many utilize salary benchmarking in order to stay competitive with the market and to 
maintain a level of "fairness" with regards to the wages they pay. The most 
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progressive Shipping MNC's organizations are beginning to break away from 
standard bonus pay-outs by position or seniority to rewarding performance based on 
key performance indicators. Also, competency-based talent management systems are 
being introduced to ensure the "right" people are placed in the "right" roles doing the 
"right" things to make the company successful. Even practices that focus on "soft" 
areas such as employee satisfaction and organizational culture are being used more 
and more. To use a broad term, use of employee research techniques such as focus 
groups, climate surveys, and culture audits is growing rapidly. Although business 
leaders in Shipping MNC's prefer quantitative and objective information, they also 
recognize that employee satisfaction and motivation are linked to the bottom line. 
The use of employee research is evolving together with HRD practice in general. 
For those companies that are able to realize the full potential of measuring human 
capital, they will be the leaders in their respective industries, have the best earnings 
and profits, the highest market valuations, and be considered the best places to work,. 
This will be possible, not because they successfully mimic the past "best practices" of 
prior or existing blue-chip companies, but because they will find the optimal formula 
for attracting, retaining, and motivating their employees, which in turn will produce 
optimal strategy execution, sterling product and service quality, and previously 
unimagined levels of productivity. Measuring people practices and human capital has 
arrived and the time to get started is now. 
The competency model approach is a highly effective way to define, select, and 
develop a ready pool of talent for a company to be able to gain the strategic 
competencies needed for the company to succeed in its business goals. Competency 
profiles synthesize skills, knowledge, attributes, values, and express the requisite 
behaviors needed for an employee to consistently achieve high performance. 
The above competency model is focused on soft skills or behaviors that lead to a 
person's high performance. Based on our research, we are convinced that hard skills 
(job knowledge and technical skills) are not the sole determinants of superior 
performance. What we deem as more critical success factors are a series of soft skills 
or behavioral patterns that help an employee succeed in consistently delivering high 
or superior performance in his or her designated roles. 
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Table No.-85 
Human Capital Parameters 
Self 
Management 
Interpersonal 
Management 
Achievement 
Management 
Process 
Management 
Concept 
Management 
Information 
Management 
Time 
Management 
Ability to carry 
out 
Carry out. 
Pursue. Hold, 
Maintain 
Ability to control 
one's emotion, 
discipline, under 
any 
circumstances 
Ability to 
maintain long-
lasting and stable 
reliance With 
others by 
tenaciously 
interacting 
Ability to 
persistently try to 
achieve goals 
Ability to 
steadily carry out 
regulated process 
ant to maintain 
high quality 
Ability to 
maintain logical 
way of thinking, 
speaking and 
writing to lead to 
the conclusion 
Ability to seek 
information 
keeping strong 
Interests in new 
trend 
Ability to pursue 
speed or efficient 
usage of time. 
Ability to 
coordinate 
Adapt. 
Communicate. 
Cooperate 
Ability to flexibity 
adapt oneself to 
surrounding 
environment and 
cooperate to 
others 
Ability to 
sensitively 
support and 
cooperate to 
others 
Ability to 
organize team to 
realize the best 
result as a team 
Ability to flexibly 
and accurately 
adjust plan or 
schedule of team 
Ability to 
communicate and 
share thought or 
concept with 
others 
Ability to 
effectively arrange 
and communicate 
the Information 
Ability to realize 
team efficiency 
Ability to 
consolidate 
Develop, Plan' 
influence coach 
Ability to expand 
one's potential 
corresponding to 
surrounding 
environment 
Ability to 
influence and 
coach others 
Ability to 
consolidate 
available resource 
under complex 
circumstances to 
achieve the best 
result 
Ability to 
establish process 
to achieve goals 
under complex 
circumstances 
Ability to apply 
logical framework 
to complex 
subject 
Ability to gather 
analyzes. 
consolidate and 
utilize various 
information 
Agility to plan 
and develop 
systems to 
improve 
productivity 
Ability to 
create 
Change. 
Innovate. 
Create 
Ability to 
change oneself 
keeping up 
with change In 
environment 
Ability to 
affect and 
change others 
Ability to 
create and 
challenge 
objectives in 
unknown field 
Ability to 
create and 
proceed with 
process in 
unknown field 
Ability to 
create and 
apply logical 
framework in 
unknown field 
Ability to 
create value-
added 
information 
Ability to 
generate 
innovative 
idea to 
advance 
productivity 
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Common leadership characteristics 
" Coaching • Trustworthy 
> Positive • Just 
'• Motivational • Honest 
» Decisive* Team-oriented 
" Confidence-builder • Intelligent 
'• Communicator • Problem-solving 
" Excellence-oriented • Cultural awareness 
" Cultural adaptability 
Figure No.-57 
HRD Based on the Competency model 
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HRD and Leadership 
HRD departments are often tasked with developing leaders for the future. They have, 
in turn, gone on to hire consultants who they believed held the magic formula for 
leadership development. More often than not, consulting firms leave the organization 
with a generic performance and talent management system that does not align with 
the strategy, values, or culture of the organization. The appeal is lost in 
implementation as the new system is rarely the answer that organizations are seeking. 
Potential leaders often lie dormant in organizations, as they do not have the systems 
and processes in place to identify and develop leadership talent. The current thinking 
on leadership development essentially evolves around the following: 
• identifying competencies relevant to leadership; 
• identifying potential leaders; and 
• offering programs and systems that facilitate the development of these 
competencies. 
Suggested Road MAP 
i. Starting a measurement initiative 
Get the process and the personnel right -
Measure the right things':"-
Involve senior management -
Think "user-friendly" and "action oriented" -
Brand it 
Communicate throughout -
• Avoid fatigue -
The field of measurement in the people domain is advancing quickly. It is being 
pushed by top management wanting better information with which to make decisions 
and lead the company to success, as well as by corporate boards and the investment 
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community wanting to know with greater accuracy what investments yield the best 
return and what the real "value" of people is to the overall value of the company. 
Quantification of, and subsequent precision in, measuring people factors lags behind 
other areas of business, such as production and finance, but headway is being made. 
The assumption that people do. matter to the bottom line is beginning to be borne out 
with evidence that is more powerful than anecdotes. More robust research methods 
have produced correlation evidence of linkage between employee satisfaction, 
customer satisfaction, and business outcomes. Cutting edge methodology that utilizes 
data collected in HRD information systems, payroll records, and financial databases 
can be used to establish cause-effect relationships and even model future business 
scenarios. 
The quantity and quality of people measures used by companies will continue to grow 
and evolve. Shipping MNC's enterprise has followed this trend, albeit limited and in 
all likelihood will continue to do so. Measurement practices from salary 
benchmarking to employee opinion surveys to balanced business scorecards need to 
be used more often by Shipping MNC's. Although cultural diversity drives 
differences in how they are implemented, there is no evidence to suggest that they 
cannot work or that fundamentally different measurement techniques must be 
developed. If anything, the proclivity of Shipping MNC's executives to prefer 
quantitative over qualitative evidence may drive development and implementation of 
sophisticated measurement techniques more quickly than in other parts of the world. 
Shipping MNC's do question as to what is the use of HRD metrics, and the idea of 
measuring "people phenomena" in general and as to how it is going to be different 
from other developments in HRD practices? The answer lies in the fact that it already 
has a natural "fit" to the executive mindset. Once the more stringent practices of 
measuring and tracking the ROl of human capital attains a critical mass of acceptance 
and use, it will be talked about and utilized as commonly as financial and production 
measures. Virtually every business will do it in order to compete and because 
financial markets will demand it. 
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Figure No.-58 
Competency Model Based Business Approach 
Clarifying the purpose 
of Corporate 
University & 
Eligibility 
Corporate 
Mission 
Competency 
Modeling 
For Global Staff 
Defining mission & 
role of Global staff 
7 
Step3 
Facilities & 
Equipment 
Defining 
Overall Structure 
Of the Programs 
Stcp4 Provider Selection 
And 
Designing detailed 
Programs 
Stepl 
Benchmarking 
Other corporation 
Program 
Administrator 
The Way Forward 
• Creation of Robust, integrated and user-friendly human resource information 
and talent management systems. 
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• Adoption of Strategic metrics that tracl< strategy implementation and 
demonstrate HRD's contribution to the organization (for example, percentage 
of employees trained on product/service knowledge, dollars invested in 
training, and incentives/percent increase in customer satisfaction). 
• Employing Basic metrics for the chief human resources officer (CHRO) to 
track HRD function effectiveness within the organization (for example, HRD 
FTEI total headcount, HRD expense/total headcount, cost per hire, time to fill 
positions). 
• Using Basic metrics to track HRD outsource vendors' effectiveness (for 
example, cost of service/HRD budget, and employee satisfaction with 
service). 
• Deploying HRD teams with new and expanded competencies in operations, 
finance, sales and marketing, and strategic planning and implementation. 
• Due consideration paid towards the valuation of human capital in the 
organization to be used by the Board, as well as customers and stock analysts 
Limitations of the Study 
There were various limitations having come across during the course of our study. 
Despite best of the efforts, some limitations beyond our control continued to be there. 
However, all possible efforts were made within the circumstances available, to give 
best of the results. Some of the limitations worth mentioning are, as under: 
Industry Coverage: To study the multinational companies as such, is difficult due to 
its vast network of office locations. Moreover, the nature of its urgent and pressing 
business activities not only business hours, but even after that, is another big 
hindrance in carrying out the study. Their normal office activities are so time-bound 
that to approach them during business hours is not free from embarrassment. And 
after business hours, if somehow they agree to entertain the researcher, it remains 
simply a formality on their part; and in such case the information provided may be 
lacking the quality. However, there was no other choice left to the researcher. 
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Subject Coverage: The study related to HR and HR related issues, though very 
relevant in present day of globalized economy, the people as yet think that to attend 
the researcher is simply a waste of time. It had been a very tough task to convince the 
interviewees to spare a little time to fill in the questionnaire. They were made to 
believe that if they do not co-operate, the research efforts to bring at fore their 
grievances about recruitments, trainings, transfers, promotions, etc. which may help 
them and banks in development, would remain unattended. 
Population <&. Sample Size: The sample size has been chosen in view of the restraints 
and other restrictions which apply. 
Business Excellence Implied 
This study does not examine the actual human resources (employee) performance but 
the HRD system instead and its benefit towards achieving business excellence is not 
really checked. 
Time Constraints: There is a time limitation to carry out the PhD study programme 
which is largely along certain academic guidelines and requirements. If we would 
have taken a sample of larger size, it must have been very difficult for the researcher 
to complete the work within the stipulated period, for various reasons. As stated 
above, the reasons are, spread of office location network, nature of study, tendency of 
interviewees/ respondents to the queries, etc. 
Cost Constraints: The funds available to researcher are also very limited. He is to 
carry out the total research work single handedly. He can not afford to have the 
investigator, tabulator or for that matter any assistant who can help him in the 
research work, and therefore he is to be always conscious about the cost factor. 
Direction for Future Research 
There is always a scope for improvement; whether it is a research study, the analysis 
work or an experimental study in basic Science. The following options can be tried to 
improve the present study. 
The questionnaire can be designed still in more lucid manner focusing on many other 
strategies, like technological strategy, marketing strategy, advertising & publicity 
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strategy, cost cutting strategy, etc. in relation to HR Strategies aligned with business 
strategies. The future researcher can/ should plan well in advance to approach the 
target group of respondents by post instead of reaching them in person but taking the 
top management of bank/s in confidence so that they do not refuse to attend it. This 
will not only provide better information to the researchers but it will also give more 
time to respondents to think and provide better feedback to them in response to the 
questions. It would no doubt be time taking but the quality of feedback is assured. In 
our case, there has always been the difficulty in reaching out to respondents and then 
getting back the properly filled in questionnaires was doubtful ever. 
The findings of our study no doubt provide a conceptual framework and an 
understanding of HR Managers perceptions about HR functions and systems being 
practiced in their companies. The results of study do contribute as an insight and will 
provide a road map to the future researchers and serve as a basis to them in devising a 
more focused research problems, whose study can provide a result more directed 
towards excellence in the shipping industry. Since, this study focused on the 
perceptions of shipping firms HRD practitioners concerning the concept and practice 
of HRD in organizations, other stakeholders would also lend valuable insight to this 
area given their view and expectations on the practice of HRD within their 
organizations. 
Since this is a pioneering study on the concept and practice of HRD in shipping and 
involves a limited number of HRD professionals who were not randomly selected, the 
results of the study are limited to this population. Replication of this research and an 
expansion of the research into many kinds of organizations is recommended to allow 
generalizations on the concept and practice of HRD. 
This study has focused on the current status of HRD practices in shipping companies. 
As the study's findings indicated there is an emerging use of organization-wide 
development interventions in large organizations. Further studies should be concerned 
with a deeper investigation of this HRD component. The idea of organizational 
change and development implies an evolving perception about a number of significant 
aspects of HRD. 
219 
REFERENCES 
Afuah, A. (1998). Innovation Management: Strategies, Implementation, and Oxford University 
Press. 
Ahmad, K.Z., Raida, A.B. (2003), "The association between training and organizational 
commitment among white-collar workers in Malaysia", International Journal of 
Training and Development, Vol. 7 No.3, pp. 166-85. 
Amabile, T. M. (1997). "Motivating Creativity in Organizations: On Doing What You Love 
and Loving What You Do", California Management Review, 40(1), 39-58. 
Amit, R. & Belcourt, M. (1999). "Human Resources Management Processes: A Value-
Creating Source of Competitive Advantage," European Management Journal, 17(2), 
174-181. 
Armstrong, M. (2002), "Employee Reward (3''' Ed.), London: CIPD. 
Armstrong, M. (1999), "The Performance Management Audit." Cambridge Strategy 
Publications Ltd. 
Arthur, J. B. (1992). The lini< between business strategy and industrial relations systems in 
American steel minimills. Industrial and Labor Relations Review, 45, 488-506. in 91 
American steel minimills. Industrial and Labor Relations Review, 45, 488-506. 
Arthur, M.B., Rousseau, D.M.(1999), "The Boundaryless Career", The Oxford University 
Press, New York, NY,. 
Aryee, S., Budhwar, P. S., & Chen, Z. X. (2002). Trust as a mediator of the relationship 
between organizational justice and work outcomes: Test of social exchange model. 
Journal of Organizational Behavior, 23(3), 267-285. 
Barney, J. (1991), Firm resources and sustained competitive advantage. Journal of 
Management, 17(1), 99-120. 
Barney, J.B., & Hansen, M.H. (1994). Trustworthiness as a source of competitive advantage. 
Strategic Management Journal, 15(2), 175-190. 
Baron, J. N., Hannan, M. T., & Burton, M. D. (2001). Labour pains: Change in 
organizational models and employee turnover in your high-tech firms. American 
Journal of Sociology, 106(4), 960-1012. 
Bartlett, C, «& Ghoshal, S. (1992). The multinational corporation as an interorganizational 
network. Academy of Management Review, 15(4), 603-625. 
Bassman, S. Emily and Fernandez P. John (1990) "Human Resource Forecasting and 
Strategy Development: Guidelines for Analyzing and Fulfilling Organizational Needs 
by Manuel London" 
Bateson, J.E.G. and Hoffman, K.D. (1999) "Managing Services Marketing", The Dryden 
Press, USA. 
220 
Bateson, J.E.G. and Hoffman, K.D. (1999), "Managing Services Mari<eting", The Dryden 
Press, USA. Kliicauer and Morris, 2003 
Beardweli, I. & Holden, L. (1996), "Human Resource Management: A Contemporary 
Perspective", Pitman Publishing, London 
Beatty, R.W., & Schneider, C.E. (1997). New human resources roJe to impact organizational 
performance: From "partners" to "players." In D. Uriich, M. Losey & G. Lake 
(Eds.), Tomorrow's HR management (345-357). New York: Wiley. 
Becker, B., & Gerhart, B. (1996), The impact of human resource management on 
organizational performance: progress and prospects. Academy of Management Journal, 
39(4), 779-801. 
Becker, B.E., Huslid, M.A., Ulrich, D. (2001), The HR Scorecard, Harvard Business School 
Press, Boston, MA,. 
Beer, M., & Eisenstat, R. (1996). Developing an organization capable of implementing 
strategy and learning. Human Relations Journal, 49(5), 234-246. 
Beer, M., Specter, B., Lawrence, P. R. & Mills, D.Q. 1984, "Managing Human Assets", Free 
Press, New York. 
Befu, H. & Cernosia, C. (1990). "Demise of 'permanent employment' in Japan. Human 
P:esource Management, 29(3), 231-250." 
Bernardin, H.J. and Russell, J.E.A. (1993) "Human Resource Management: An Experiential 
Approach", McGraw-Hill, Inc., Singapore. 
Bernardin, J. H. (2006), Human Resource Management: An Experiential Approach 
Berry, L.M. (2004) "Employee Selection", Thomson Asia Pte. Ltd., Singapore. 
Borman C. waiter (2005), Performance Evaluation in Organizations (The International Library 
of Management) 
Boselie, P., & Van Der Wiele, T. (2002). Employee perceptions of HRM and TQM, and the 
effects on satisfaction and intention to leave. Managing Service Quality, 12(3), 165-
172. 
Boxall, P., & Purcell, J. (2000). Strategic human resource management: Where have we come 
from and where should we be going?International Journal of Management Reviews, 
2(2), 183-203. 
Bracken, D.W. (2000) "Designing and Using Organizational Surveys" Personnel Psychology, 
Vol.53, p.206-209. 
Bristow, N., Buckner, K,, Folkman, J. and Mckinnon, P. 1999. The Leadership Skills Audit. 
Cambridge Strategy Publications Ltd. 
Brown, B.L. (1998). Career development: A shared responsibility. ERIC Clearinghouse on 
Adult Career and Vocational Education Columbus OH, Digest No. 20L 
221 
Burke Johnson, R & Onwuegbuzie, A. J. (2005), " Educational Researcher", vol. 33, no. 7, 
pp. 14-26. 
Burrow, J. and Berardinelli, P. 2003. Systematic performance improvement - refining the 
space between learning and results. Journal of Workplace Learning, 15 (1), 6-13. 
Campbell, J.P. & Scarpello, V., (1998), "Job satisfaction: Are all the parts here?" Personnel 
Psychology, 36, 577-600. 
Capra, Fritjof (1996): The Web of Life. Anchor Books, New York 
Carla Mahieu (2001), Management development in Royal Dutch/Shell, V 20 MCB UP LTD 
Carter Louis (2001), "Best Practices in Organization Development and Change: Culture, 
Leadership, Retention, Performance, Coaching" Jossey-Bass/Pfeiffer, San Francisco, 
C.A. 
Cascio W.F (1991),'Costing human resources: The financial impact of behavior in 
organaisation (3"^ rd.). Boston PWS - Kent. 
Cascio, W.F. (1998), "Managing Human Resources: Productivity, Quality of Work Life, 
Profits", Irwin McGraw-Hill, USA. 
Chalofsky, N. & Reinhart,C.(1988). Effective human resource development: How to build a 
strong and responsive HRD function. San Francisco: Jossey-Bass. 
Chalofsky, N. (2004), "Human and organization studies: the discipline of HRD", in Egan, T.M. 
(Eds), Academy of Human Resource Development Conference Proceedings,. 
Churchill, G. (1979), "A paradigm for developing better measures of marketing constructs", 
Journal of Marketing Research, vol. XVI, pp. 64-73. 
Clark, R. & Ogawa, N. (1992). "Employment tenure and earnings profiles in Japan and the 
United States: Comment." American Economic Review, 82(1), 336-345. 
Cleveland, J.N., Murphy, K.R. and Williams, R.E. (1989), "Multiple Uses of Performance 
Appraisal: Prevalence and Correlates" Journal of Applied Psychology, Vol.74, p.l30-
135. 
Clutterbuck, D. (2004), "The HR Guide to Organizational Change: Managing Work-Life 
Balance", Jaico Publishing House, Mumbai. 
Collins, J.C, & Porras, J.I. (1997). "Built to last: Successful habits of visionary companies". 
New York: Harper Business. 
Cool:, M. F. (1987) "New Directions in Human Resources: A Handbook", Prentice Hall, 
Englewood Cliffs, NJ. 
Cook, M. J. (1998), Quality improvement through organizational development. Total Quality 
Management. 9(4/5), pp.35-37. 
222 
Coombs, G. Jr., & Gomez-Mejia, L. R. (1991). Cross-functional pay strategies in 
hightechnoiogy firms. Compensation and Benefits Review, 23 (5), 40-48., 
Currie, L, (1998), "Managing international assignments-trends and issues", paper presented at 
tiie IPD International Forum Networking Meeting, London, February 6,. 
Currie, L. (1998), "Managing international assignments-trends and issues", paper presented at 
tlie IPD International Forum Networking Meeting, London, February 6,. 
David Hume "Concerning Human Understanding, An Enquiry Concerning the Principles of 
Morals Works of David Hume. A Treatise of Human Nature, An Enquiry, The Natural 
... Concerning Natural Religion (mobi) (Kindle Edition)" 
th 
Davis, D. (1996), "Business Research for Decision Making", 4 edn., Duxbury Press, USA. 
De Cieri, H., & Dowling, P. (1999). Strategic human resource management in multinational 
enterprises: theoretical and empirical development. In P. Wright, L. 
Dearlove, D., Coomber, S. (1999), Heart and Soul and Millennial Values, Blessing/White, 
Skillman, NJ,. 
DeGeus, A. (1997), "The living company", Harvard Business Review, No.March-April, pp.51-
9. 
Delaney, J.T., & Huselid, M.A. (1996). The impact of human resource management practices 
on perceptions of organizational performance. Academy of Management Journal, 
39(4), 949-969. 
Delery, E. J., & Doty, H. D. (1996). Modes of theorizing in strategic human resource 
management: Tests of universalistic, contingency, and configurational performance 
predictions. Academy of Management Journal, 39(4), 802-835. 
Denton John (1998), "Organisational Learning and Effectiveness' Rutledge London ES4P 4EE 
DeSimone, R.L., Werner, J.M., Haaris, D.M. (2002), Human Resource Development, 
Harcourt, Orlando, FL,. 
Dessler, G. (2000) "Human Resource Management", 8th edn., Pearson Education, Asia, 
Singapore. 
nd 
Dillmann, D.A. (2000), "Mail and Internet Surveys: The tailored Design Method", 2 edn., 
John Wiley & Sons Inc. USA 
Dirioi, J. M. & Deems, T. A. (1996). "Towards an Ecology of Soul in Work: Implications for 
Human Resource Development." In E. F. Holton III (ed.), Academy of Human 
Resource Development 1996. Conference Proceedings. Austin, TX: Academy of 
Human Resource Development, 1996.. 
Dowling, P., Welch, D., & Schuler, R. (1999). International Human Resource Management: 
Managing People in a Multinational Context. (3rd ed.). Wadsworth Publishing: 
Belmont, CA. 
223 
Doz, Y. (1990). "Managing Technological Innovation in Large Complex Firms: The 
Contribution of Human Resource Management," in Paul Evans; Yves Doz; and Andre 
Laurent (eds.) (1990) Human Resource Management in International Firms: Change, 
Globalization, Innovation, St.Martin' s Press, N.Y., pp.200-215. 
Drucker, P. (1974) "Management Tasks, Responsibilities, Practices", Harper and Row, New 
York. 
Drucker, P. F. (1999) "Knowledge-Worker Productivity: The Biggest Challenge" California 
Management Review, Vol.41, No.2, p.79-94. 
Drucker, P.F. (1974) "Management Tasks, Responsibilities, Practices", Harper and Row, New 
York. 
Dyer, J.H. & Singh, H, (1998). The relational view: Cooperative strategy and sources of 
interorganizational competitive advantage.Academy of Management Review, 23(4), 
660-679. 
DeGeus de Arie (1997); "The Living Company", Harvard Business School Press. 
Earley, P.O., Connolly, T., & Ekegren, G. (1989). Goals, strategy and task performance: 
Some limits on the efficacy of goal setting. Journal of Applied Psychology, 74, 24-33. 
Edgar, F. (2003), "Employee-centred human resource management practices". New Zealand 
Journal of Industrial Relations, Vol. 28No.3, pp.230-40. 
Eisenberger, R, Rhoades, L., & Cameron, J. (1999). Does pay for performance increase or 
decrease perceived self-determination and intrinsic motivation? Journal of Personality 
and Social Psychology, 77, 1026-1040. 
Erwee R. (2000), "Education Victoria: Managing and valuing diversity policy and guidelines." 
Report 2, University of Southern Queensland: 1-9 Toowoomba. 
Erwee, R., Palamara, A. & Maguire, B. (2000), "The process of designing self-assessment 
strategy for diversity management" in Dunford, R. (ed), The leap ahead: Managing for 
new Millennium. Proceedings of Australian and New Zealand Academy of 
Management, Macquarie Graduate School of Management, CD ROM: pl-10. Sydney, 
4-6 December. 
Estonian Business School Review (2008), No 24 - #lissue-"Organizational Change And 
Development In Transitional Countries" 
Farren, C. and Kaye, B.L. (1984) "The Principles of Program Design: A Successful Career 
Development Model" Personnel Administrator, Vol.29, p.to9-118. 
Fenwick, M. & H. De Gieri (1995), "building an integrated approach to performance 
management using critical incident technique. Asia pacific journal of human resources 
33, no. 3:(1995):76-91 
224 
Finegan, J.E. (2000), "The impact of person and organizational values on organizational 
commitment", Journal of Occupational and Organizational Psychology, Vol. 73 
pp. 149-69. 
Folger, R., & Konovsky, M.A. (1989). Effects of distributive and procedural justice on 
reactions to pay raise decisions. Academy of Management Journal, 32(1), 115-130., 
Fomburn, C, Tichy, N. M. & Devanna, M. A. 1984, "Strategic Human Resource 
Management, John Wiley, Canada 
Gable, G. G. (1994), "Integrating case study and survey research methods: An example in 
information systems"- European Journal of Information Systems, vol. 3, no. 2, pp. 112-
26. 
Gates, S. (1994). The changing global role of human resource ftinction. The Conference Board, 
Report Number 1062-1094, New York. 
Gerhart, B., Noe, R.A., Hollenbeck, J.R.,. and Patrick, P.M. (2007) "Human Resource 
Management: Gaining a Competitive Advantage", Tata McGraw-Hill, New Delhi. 
Geringer, J.M., Frayne, A., & Milliman, J.F. (2002), "In search of best practices in 
international human resource management: Research design and methodology"- Asia 
pacific journal of human resources. Sage Publications on behalf of the Australian 
Human Resources Institute, vol. 40, no. 1, pp. 9-37. 
Gibb, S. (2001). The state of human resource management: Evidence from employees' views of 
HRM systems and staff Employee Relations. 23(4), 318-336. 
Gilson, L., Palmer, N., & Schneider, H. (2005). Trust and health worker performance: 
exploring framework using South African evidence. Social Science & Medicine, 61(7), 
1418-1429. 
Glade, G.A., & Ivery, M. (2003). The impact of human resource management and work 
climate on organizational performance. Personnel Psychology, 56(2), 383-404. 
Gold, J., Rodgers, H., Smith, V. (2002), "The future of human resource development?". 
Proceedings of the Third Conference on HRD Practice and Research Across Europe, 
Edinburgh, February,. 
Gouldner, A.W. (1960). The norm of reciprocity: A preliminary statement. American 
Sociological Review, 25(2), 161-179. 
Granrose, C.S. and Portwood, J.D. (1987), "Matching Individual Career Plans and 
Organizational Career Management" 
Grant Anthony and Green Jane (2005), Solution-Focused Coaching: Managing People in a 
Complex World. 
Gratton, L., Hope-Hailey, V., Stiles, P. and Truss, C. (1999) "Linking Individual 
Performance to Business Strategy: The People Process Model" Human Resource 
Management, Vol.38, No. 1, p. 17-32. 
225 
Green B. Thad (1992), Performance and Motivation Strategies for Today's Workforce: A Guide 
to Expectancy Theory Applications, USA. 
Greenhaus, J. H., Parasuraman, S., & Collins, K. M. (2001). Career involvement and family 
involvement as moderators of relations between work-family conflict and withdrawal 
from a profession. Journal of Occupational Health Psychology, 6(2), 91-100. 
Greenhaus, J.G., Callanan, G.A., & Godshalk, V.M. (2000). Career management. (3rd ed.). 
New York: The Dryden Press. 
Greenhaus, J.H. (1987) "Career Management", Dryden Press, New York. 
Cuba, E.G. & Lincoln, Y.S. (1994), "Competing paradigms in qualitative research" -
Handbook of Qualitative Research - Sage publications, Thousand Oaks, CA, pp. 105 -
17 Guest, D. 1990, Human resource management and industrial relations". Journal of 
Management Studies, vol. 24, no. 5, p.504. 
Gubbins, Garavan, Hogan & Woodloc k,( 2005), Enhancing the Role of the HRD Function: 
The Case of a Health Services Organisation. Irish Journal of Management. 
Guest, D. E. (1998), Is the psychological contract worth taking seriously? Journal of 
Organizational Behavior, 19: 649-664. 
Guest, D. E. (2001), "Human resource management: when research confronts theory " 
International Journal of Human Resource Management 12(7): 1092-1106. 
Guthrie, J. P. (2001), "High-Involvement Work Practices, Turnover, and Productivity: 
Evidence from New Zealand " Academy of Management Journal 44(1): 180-192. 
Gutteridge, T.G. (1986), Organisational career development systems: The state of the practice. 
In D.T. Hall & Associates (Eds.), Career development in organisations. San Francisco; 
Jossey-Bass. 
George and Zimmerman (1984), "Needed Strategy for HRD", Training and Development 
Journal, Vol. 14, No. 6, p. 46. 
Hall, D.T. (1976) "Career in Organizations", Santa Monica, Calif, Goodyear. 
Hall, D.T. and Richter, J. (1988), "Balancing Work Life and Home Life: What Can 
Organizations do to Help?", Academy of Management Executive, Vol.11, p.213-223. 
Hall, D.T., & Associates (1986), Career development in organizations. (1st ed.). San Francisco: 
Jossey-Bass Publishers. 
Harrington Brad, Hall T. Douglas (2007): "Career Management & Work-Life Integration: 
Using Self-Assessment To Navigate Contemporary Careers (Paperback)". 
Harrison, Rosemary.(1988) "Training and development", London: IPM, 1988. 373 p. 
Hashimoto, M. (1990). The Japanese labour market in a competitive perspective with the 
United States. Kalamazoo, Ml: Upjohn. 
226 
Hatch, M.J. (1993), "The dynamics of organizational culture", Academy of Management 
Review, Vol. 18 No.4, pp.657-93. 
Hatcher, (2000) "Ethics and HRD: "A New Approach to Leading Responsible Organizations 
(Paperback)" 
Healy, M & Perry, C. (1998), "Quality criteria for realism research about networks and 
relationship marketing, Sixth international colloquium in relationship marketing" 
Auckland, NZ, December. 
Henderson, R., & Ciockburn, I. (1995). Measuring competence? Exploring firm effects in 
pharmaceutical research. Strategic Management Journal, 15(6), 63-84. 
Hoffman, K.D. & Bateson, J.E.G. and (1999) "Managing Services Marketing", The 
Dryden Press, USA. 
Hofstede, G. (1980), "Culture's Consequences", Sage publication, London 
Holbeche, L. (1998), High Flyers and Succession Planning in Changing Organization, Roffey 
Park Management Institute,. 
Horn, P. W., & Griffeth, R. W. (1995). Employee turnover. Cincinnati, OH: South-Western. 
Horibe, F. (1999), "Managing Knowledge Workers", Wiley, Toronto. 
Huang, H.J., Dastmalchian, A. (2006), "Implications of trust and distrust for organizations: 
role of customer orientation in a four-nation study", Personnel Review, Vol. 35 No.4, 
pp.361-71. 
Hughey, W. Aaron & Mussnug J. Kenneth (1997), "Designing effective employee training 
programmes" MCB UP Ltd. 
Huselid, M. A. (199S), The impact of human resource management practices on turnover, 
productivity, and corporate financial performance. Academy of Management 
Journal, 38, 635-672. 
Huselid, M.A., Jackson, S.E., Schuler, R.S. (1997), "Technical and strategic human resource 
management effectiveness as determinants of firm performance", Academy of 
Management Journal, Vol. 40No.l, pp.171-86. 
Huslid, M.A., Becker, B. (1995), "High performance work systems and organizational 
performance", paper presented at the Annual Meeting of the Academy of Management, 
Vancouver,. 
Hutchinson, S. Kinnie, N. & Purcell, J. 2001, HR Practices and Business Performance: what 
makes a difference? Conference Paper, Nijmegen School of Management, 
Netherlands. 
lies, P.A., Mabey, C, Robertson, L. (1990), "HRM practices and employee commitment 
possibilities, pitfall and paradoxes", British Journal of Management, Vol. 1 pp.147-57. 
227 
Involvement and Participation Association (IPA) (1997), "Towards Industrial Partnership: 
Putting it into Practice" London, IPA, (No.3, Welsii Water). 
Ishwar Dayal(2006)- Management - Organisation & Administration (by Dogra). 
Jackson, S. and R. Schuler (1995), "Understanding human resource management in the 
context of organizations and their environments; Vol. 46, p." Annual Review of 
Psychology 46: 237-264. 
Jha A. K, (2007), Globalisation and Human Resource Development in 21st Century 
John P. Kotter«& James L. Heskett, (1992) "Corporate Culture & Performance (Free 
Press 1992) 
Johns, G. (2002). The psychology of lateness, absenteeism, and turnover. In N. Anderson, D. 
Ones, H. K. Sinangil, & C. Viswesvaran (Eds.), Handbook of industrial, work and 
organizational psychology (Vol. 2,232-252). Thousand Oaks, CA: Sage. 
Jyothi, P. and Venkatesh, D.N. (2006) "Human Resource Management", Oxford University 
Press, New Delhi. 
Kandola, R. and Fullerton, J. (1994), "Managing the Mosaic: Diversity in Action", IPD, 
London. 
Kandula, S.R. (2004) Human Resource Management in Practice: With 300 Models, 
Techniques and Tools, Prentice Hall of India Private Limited, New Delhi. 
Kane, B., Crawford, J., Grant, D. (1999), "Barriers to effective HRM", International Journal 
of Manpower, Vol. 20No.8, pp.494-515. 
Kavanaugh, M.J., Guetal, H.G., and Tannenbaum, S.I. (1990), "Human Resource 
Information Systems, Development and Application", PWS-Kent, Boston. 
Kaye Leah (1999) "Strategic human resources management in Australia: the human cost" , 
MCB UP Ltd. 
Kermally, S. (2006) "Gurus on People Management," Viva Group India Ltd., Delhi, India. 
Khan J. A. (2001), "Indian Islam shares our common heritage. The times of India", Patna May 
15,2001,p.8. 
Kim, W.C. and Mauborgne, R. (1999), "Fair Process: Managing in the Knowledge Economy" 
in Magretta, J. (Ed.), Managing in the New Economy, Harvard Business School Press, 
Boston, MA. 
Klikiiuer, T. and Morris, R. (2003) "Human Resources in the German Maritime Industries: 
'Back-sourcing' and Ship Management" International Journal of Human Resource 
Management, Vol.14, No.4, p.544-558. 
Koch, M. J. and M. C. McGrath (1996). "Improving labor productivity: human resource 
management policies do matter." Strategic Management Journal 17: 335-354. 
228 
Kochanski, J.T. and Risher, H. (1999), "Paying for Competencies" in Risher, H. (Eds,) 
Aligning Pay and Results, AMACOM: NY. 
Kuchinke, K.P. (2000), "Debates over the nature of HRD: an institutional theory perspective", 
Human Resource Development International, Vol. 3 No.3, pp.279-83. 
Kundu, S.C. (2000) "Creating Constituent Capitalized Workforce for Delivering Service 
Quality: A Challenge for the 21st century" in Raghavachari, M. and Ramani, K.V. 
(Eds.), Delivering Service Quality: Managerial Challenges for the 21st Century, 
Macmillan India Limited, Delhi, p.232-239. 
Kundu, S.C. (2004) "HR Diversity: A Study of Employees' Perceptions in Indian 
Organizations" Asia Pacific Management Review, Vol.9, No.l, p.39-59. 
Kvale, S. (1996). Interviews. An introduction to qualitative research interviewing. Thousand 
Oaks: Sage. 
Lancaster, H. (1994), "A new social contract to benefit employer and employee", Wall Street 
Journal,, No.November 29, pp.B I. 
Laudon, K. and Laudon, J. (1998), "Management Information Systems: New Approaches to 
Organization and Technology", Prentice-Hall, Upper Saddle River, NJ. 
Lawler, E.E (1989), "Pay for Performance: A Strategic Analysis" in L.R. Gomez-Mejia (ed.), 
Compensation and Benefits, Washington DC: Bureau of National Affairs. 
Lawrence F. Locke, Waneen Wyrick Spirduso, Stephen J. Silverman(2004) "Details of 
Book: Reading And Understanding ResearchBook Details of Book: Reading And 
Understanding ResearchBook" And Understanding Research paperBack 
Leedy D. paul & Ormrod E. Jeanne (2005) Practical Research: Planning and Design 
(Paperback) 
Lei, D., Hitt, M. A., & Bettis, B. (1996), "Dynamic core competencies though meta-learning 
and strategic context". Journal of Management, 22(2), 247-267. 
Leibowitz, Z.B., Farren, C. and Kaye, B.L. (1986), "Designing Career Development 
Systems", Jossey-Bass, San Francisco. 
Levitt, T. (1960), "Marketing Myopia" Harvard Business Review, July-August. 
Levitt, T. (1983), "Globalisation of markets". Harvard Business Review, vol. 61, no. 3, pp. 92-
102 
Levitt, T. (1960) "Marketing Myopia" Harvard Business Review, July-August. 
Lillie, N. (2004) "Global Collective Bargaining on Flag of Convenience Shipping" British 
Journal of Industrial Relations, Vol.42, No.l, p.47-67. 
Lo, S., & Aryee, S. (2003). Psychological contract breach in Chinese context: an integrative 
approach. Journal of Management Studies, 40(4), 1005-1020. 
229 
Lobel, S.A. (1991) "Allocation of Investment in Work and Family Roles: Alternative Theories 
and Implication for Research" Academy of Management Review, Vol.16, No.3, p.507-
521. 
London Manuel & Mone M. Edward (2004) Employee Engagement through Effective 
Performance Management: A Practical Guide for Managers (Paperback) 
Losey, M.R. (1999), "Mastering the competencies of HR management", Human Resource 
Management, Vol. 38No.2, pp.99-1II. 
Lusch, R.F., & Brown, J.R. (1996). Interdependency, contracting, and relational behavior in 
marketing channels. Journal of Marketing, 60(10), 19-38. 
Mabert, V.A., & Venktarmanan, M.A. (1998). Special research focus on global sourcing 
chain linkages: Challenges for design and management in the 21st century. Decision 
Sciences, 29(3), 537-552. 
Mabey, C, Skinner, D., Clark, T. (1998), Experiencing Human Resource Management, Sage, 
London, 
Macneil, L (1974). Many futures of contracts. Southern California Law Review, 47(4), 691-
816. 
Macneil, I. (1978). Contracts: Adjustment of long-term economic relations under classical, 
neoclassical, and relational contract law.Northwestern Law Review, 72(6), 854-905. 
Macneil, I. (1980). The new social contract. New Haven. CT.: Yale University Press. 
Macneil, L (1985). Economic analysis of contractual relations. Northwestern University Law 
Review, 75(4), 1018-1063. 
Makridakis G. Spyros (1990), Forecasting, Planning, and Strategies for the 21st Century. New 
York 
Marquardt and Engel (1993) " Global human resource development " (p.449). Engelwood 
Cliffs, N.J.: Prentice Hall, cl993. 
Martin, A. J., E. S. J. Jones, et al. (2005). "The role of psychological climate in facilitating 
employee adjustment during organizational change." European Journal of Work and 
Organizational. 
Martin, A.F., Romero, F.P., Vaile, C.R., & Dolan, S.L. (2001). Corporate business strategy, 
career management and recruitment: Do Spanish firms adhere to contingency model? 
Career Development International, 6(3), 149 - 155. 
Mathis, R.L. and Jackson, J.H. (2004) "Human Resource Management", Thomson Asia Pte. 
Ltd., Singapore. 
Mathis, R.L. and Jackson, J.H. (2004) "Human Resource Management", Thomson Asia Pte. 
Ltd., Singapore. 
230 
Mayer, R. C, Davis, J. H., & Schoorman, D. F. (1995). An integrative model of 
organizational trust. Academy of Management Review, 20(3), 709-734. 
Mayer, R.C., & Gavin, M.B. (1999). Trust for management and performance: Who mind tiie 
shop while the employees watch the boss? Paper presented at the annual meeting of the 
Academy of Management, Chicago. 
McConville, J. (1977), "The Shipping Industry in the United Kingdom, Research Series. 
International Institue for Labour Studies", Report No. 26. Geneva. 
McConville, J. (1995)," United Kingdom Seafarers Their employment potential A Monograph" 
(London: Marine Society and London Guildhall University). See also House of 
Commons Employment. 
McConville, J. (1999) "Editorial: Maritime Manpower" Maritime Policy and Management, 
Vol.26, No.3,p.207-208. 
McCracken, M., & Wallace, M. (2000), "Towards a redefinition of strategic HRD". 
McCune, J. (1998) "The elusive thing called trust". Management Review, Vol. 87 No.7, pp.11-
16. 
McDaniel, C. & Gates, R. (1999), "Contemporary Marketing Research", 4th edn.. 
Southwestern College Publishing, Ohio, 
McGoldrick, J., Stewart, J., Watson, S. (2002), "Postscript: the future for HRD research", in 
McGoldrick, J., Stewart, J., Watson, S. (Eds), Understanding Human Resource 
Development: A Research-based Approach, Routledge, London,. 
McPhail, J. (2003), "Research Methodology", Study Book, University of Southern Queensland 
Press, Toowoomba, Australia 
Menezes L, S. Wood (1998), 'High Commitment Management in the UK: Evidence from the 
Workplace Industrial Relations Survey and the Employer's Manpower Skills Practices 
Survey', Human Relations, 51(4), p.485-515; [Peer Reviewed] 
Miles, M.M. & Huberman, A. M. (1984). Qualitative data analysis: A sourcebook of new 
methods. Newbury Park, CA: Sage. Kvale (1996) 
Mirabile, R.J. (1996), "Translating company values into performance outcomes". Human 
Resource Professional, Vol. 9 No.4, pp.25-8. 
Mishra, A.K,, & Mishra, K.E. (1994). The role of mutual trust in effective downsizing 
strategies. Human Resource Management, 33(2), 261-279. 
Mohr, J., & Speckman, R. (1994). Characteristics of partnership success. Strategic 
Management Journal, 15(2), 135-142. 
Morgan, G. (1991). "Emerging waves and challenges: the need for new competencies And 
mindsets," in Henry, J. (Ed.) Creative Management, Sage Publications, London. 
231 
Morishima, M. (1992). Japanese employees' attitudes toward changes in traditional 
employment practices. Industrial Relations, 31(1), 433-454. 
Morrison, R,F., & Hock, R.R. (1986). Career building: learning from cumulative work 
experience. In D.T. Hall & Associates (Eds.), Career development in organisations 
(236-273), San Francisco: Jossey-Bass. 
Mroczkowski, T., & Hanaoka, M. (1989), "Continuity and change in Japanese management". 
California Management Review, 31(2), 39-53. 
Mroczkowski, T., Linowes, R. G., & Kanaka, M. (1992). "Working for the Japanese 
corporation: The views of American professionals. In A.R. Negandhi & M.G. Seropio 
(Eds.), Research in International Business and International Relations (Vol. 5, 279-
307). Greenwich, CT; JAI Press. 
Mueller, D. J. (1986), "Measuring Social Attitudes: A Handbook for Researchers and 
Practitioners. New York", Teachers College Press. 
Mueller, F. (1992). Designing flexible teamwork: Comparing German and Japanese 
approaches. Employee Relations, 14(1), 5-16. 
Nadler L. (1980), "Defining the Field-Is it HRD or OD or...?", Training and Development 
Journal, Vol. 34, No. 12, p. 66.Sankar(1984). 
Nadler L. (1981), "HRD, Helping Managers to Solve Problems", Training and Development 
Journal, Vol. 35, No. l,p. 28. 
Nadler Leonard and wiggs Garland (1986), Managing human resource development, San 
Francisco: Jossey-Bass Inc., 1986, 272 pp. $22.95 
Neal, C. (1999), "A conscious change in the workplace". Journal for Quality & Participation, 
Vol.22No.2,pp.27-30. 
Nemeth, C. J. (1997). "Managing Innovation: When Less Is More," California Management 
Review, 40(1), 59-74. 
Neumann, W.L. (2000), "Social Research Methods: Qualitative and Quantitative Approaches", 
th 
4 edn., Allyn & Bacon, Needham Heights. 
Noe, R.A., HoUenbeck, J.R., Gerhart, B. and Patrick, P.M. (2007) "Human Resource 
Management: Gaining a Competitive Advantage", Tata McGraw-Hill, New Delhi. 
Noe, R.A., HoUenbeck, J.R., Gerhart, B. and Patrick, P.M. (2007) "Human Resource 
Management: Gaining a Competitive Advantage", Tata McGraw-Hill, New Delhi. 
Nordhaug, O. (1989). Reward functions of personnel training. Human Relations, 42(5), 373-
388. 
Nordhaug, O. (1989), "Reward functions of personnel training. Human Relations", 42(5), 373-
388. 
232 
O'Brien, A. S., Erdwins, C. J., Buffardi, L. C. & Casper, W. J., (2001). The relationship of 
women's role strain to social support, role satisfaction, and self-efficacy. Family 
Relations, 50(3), 230-238. 
Obando-rojas, B., Gardner, B. and Nairn, M. (1999) "A System Dynamic Analysis of Officer 
Manpower in the Merchant Marine" Maritime Policy and Management, Vol.26, No.l, 
p.39-60. 
Pace R. Wayne, Smith C. Phillip & Mills E. Gordon (1991), "Human Resource 
Development": The Field (Paperback). 
Panayides, P.M. and Gray, R. (1999) "An Empirical Assessment of Relational Competitive 
Advantage in Professional Ship Management", Maritime Policy and Management, 
Vol.26, No.2,p.l 11-125. 
Pareek U. (1975), "The Concept and the Process of Organization Development", Indian Journal 
of Social Work, Vol. 36, No. 2, pp. 109-125. 
Pareek U. and Rao T. V. (1981), Designing and Managing HR System, p. 9, Oxford and IBH 
Publishing Company, New Delhi. 
Pattanayak, B. (2008), "Human Resources Management", PHI. 
Paul Evans, Evans Paul, Pucik Vladimir (2003), "The Global Challenge: International 
Human Resource", Management Book Description, McGraw-Hill. 
Paul, H. (2000). Creating a global mindset. Thunderbird International Business Review, 42(2), 
187-200. 
Peny, C, Riege, A. & Brown, L. (1999), "Realism's role among scientific paradigms in 
marketing research", Irish Marketing Review, vol. 12, no. 2, pp. 16-23. 
Peter Saunders & Alan Buckingham (2004), The survey methods workbook: from design to 
analysis 
Peter, T.J. and Waterman, R.H.J. (1982), "In Search of Excellence" Harper and Row, New 
York. 
Peter, T.J. and Waterman, R.H.J. (1982) "In Search of Excellence" Harper and Row, New 
York. 
Peterson, L. & Spring, (1997). International HRD: What we know and what we don't know. 
Human Resource Development Quarterly, 8(1), 63-79. 
Pfeffer J (1994), Competitive Advantage Through People: Unleashing the Power of the Work 
Force, pp. to5-to8. Harvard Business School Press, Boston. 
Pfeffer Jeffrey, Salancik R. Gerald (1894), "The external control of organizations: a resource 
dependence perspective". 
Pfeffer, J. (1994), Competitive Advantage through People: Unleashing the Power of the Work 
Force, Boston, MA: Harvard Business School Press. 
233 
Pfeffer, J. (1998). The human equation. Boston MA.: Harvard Business School Press. 
Phillips, J. J. (1983) "Handbook of training evaluation and measurement methods. - "Houston: 
GulfPublishing. 
Poell, R.F. (1998), "Organizing work-related learning projects: a network approach", University 
of Nijmegen, The Netherlands, PhD thesis,. 
Poppo, L. (1995). Influence activities in strategic coordination: Two distinct internal and 
external markets. Management Science, 6(4), 432-447. 
Prasad, K. (2005) "Strategic Human Resource Management: Text and Cases", Macmillan India 
Ltd., New Delhi. 
Prasad, K. (2005), "Strategic Human Resource Management: Text and Cases", Macmillan 
India Ltd., New Delhi. 
Prickett, R. (1998), "Firms complain of quality short fall among students", People 
Management, No.July 9, pp.10. 
Pucik, V. (1984). White-collar human resource management in large Japanese manufacturing 
firms. Human Resource Management, 23(1), 257-276. 
Pugh, S. D., Dietz, J., Wiley, J. W., & Brooks, S. M. (2002). Driving service effectiveness 
through employee-customer linkages. Academy of Management Executive, 16(4), 73-
83. 
Quinn, J. B., Baruch, J. J. & Zien, K. A. (1997). Innovation Explosion: Using intellect and 
Software to Revolutionize Growth Strategies, The Free Press, 432 pp. 
Raider, H.J., Burt, R.S. (1996), "Boundaryless career and social capital", in Arthur, M.B., 
Rousseau, D.M. (Eds),The Boundaryless Career, The Oxford University Press, New 
York, NY,. 
Rao (1991), Readings in HRD, pp. 9-11, Oxford University and IBH Press, New Delhi. 
Rao T .V. (1999) HRD AUDIT " Evaluating the Human resource function for business 
improvement" respose Book New Delhi 
Rao T. V. & Pereira D. F. (1986), Recent Experiences in HRD, pp. 42-50, Oxford and IBH, 
New Delhi. 
Rao, T „ V. (2003), "Future of HRD" McMillam. 
Rao, T. V. & Rao, R. (2001), A study of HRD concepts, structure of HR Departments and 
HRD practices in India. (On-line). Available: http://www.tvrls.comiStructureOfHRD 
Dept.htmi 
Richard S. Johnson (2001), "Effective Performance Management: A No-Nonsense Guide for 
Recruting, growing. Inspiring, And Retaining A super Team! (paperback)" 
Robert L. Mathis (2006) "Human resources Management" USA. 
234 
Robertson, I.T., lies, P.A., Gratton, L., Sharpley, D. (1991), "The psychological impact of 
selection procedures on candidates", Human Relations, Vol. 44 pp. 1963-82. 
Roffe, I. (1999'). "Innovation and Creativity in Organizations; A Review of the Implications for 
Training and Development", Journal of European Industrial Training, 23(4-5), 224-
237. 
Rokeach, M. (1973), The Nature of Human Values, The Free Press, New York, NY,. 
Ronald L. Jacobs (1997) "Human Resource Development Quarterly, No. 3, Fall 1997 (J-B 
HRDQ Single Issue Human Resource Development Quarterly) (Volume 8) 
(Paperback)" 
Rothwell J. William & Dubois D. David Phillips J. Jack (1998) In Action: Improving 
Performance in Organizations (In Action Case Study Series) American Society for 
training & development. 
Rothwell J. William & kazanas H. C. (2006), Planning & managing Human Resources, Strategic 
Planning for Personnel (2"'' Edition) 
Rothwell, W., Prescott, R., & Taylor, M. (1998). The strategic human resource leader: How to 
prepare your organization for the six key trends shaping the future. Palo Alto, CA: 
Davies-Black Publishing. 
Ruona, W„E.A., Gibson, S.K. (2003), "Exploring the evolutions of HRM, HRD and CD", in 
Lj'nham, S.A., Egan, T.M. (Eds), Academy of Human Resource Development 
Conference Proceedings,. 
Russell Jeffrey & Russell Linda (2005), Ultimate Performance Management: Training to 
Transform Performance Reviews into Performance Partnerships 
Rao, T. V. (1991), Human Resource Development, Indian Institute of Management 
Ahmedabad, Oxford & IBH publishing New Delhi 
Sako, M. (1998), Does trust improve business performance? In C. Lane & R. Bachmann 
(Eds.), Trust within and between organizations (88-117). Oxford: Oxford University 
Press. 
Salbu, S. (1991), Joint venture contracts as strategic tools. Indiana Law Review, 34(4), 345-
361. 
Sandberg, J. (2000), "Understanding human competence at work: an interpretive approach", 
Academy of Management Journal, Vol. 43 No.l, pp.9-17. 
Sanker C S (1984), "HRD in Banking Industry", Indian Journal of Training and Development, 
Vol. 14,No. l,pp. 113. 
Savage, G. T., T. W. Nix, Whitehead and Blair. (1991). "Strategies for assessing and 
managing orgnaizational stakeholders." In: Academy of Management Executive 5(2): 
61-75. 
235 
Schein, E.H. (1985), Organizational Culture and Leadership, Jossey-Bass, San Fransisco, CA,. 
Schein, E.H. (1996) "Career Anchors Revisited" Academy of Management Executive, Vol.10, 
No.4. 
Schellhardt, T.D. (1996), "Annual Agony: it's Time to Evaluate Your Work, and All Involved 
are Groaning" The Wall Street Journal, p.Al, A5. 
Schmidt, R. (1997), "Managing Delphi surveys using non-parametric statistical techniques", 
Decision Sciences, Vol. 28 No.3, pp.763-74. 
Schneider, B. & Bowen, D. (1985), "Employee and customer perceptions of service in banks: 
replication and extension'. Journal of Applied Psychology, 70:431. 
Schneider, B., & Bowen, D. (1993), "The service organization: human resources management 
is crucial". Organizational Dynamics, 21(4), 39-52. 
Schneider, B., & Chung, B. (1996), 'Service quality. In C.L. Cooper & D.M. Rousseau (Eds.), 
Trends in organizational behavior (65-80)". New York: John Wiley. 
Schneider, S.C (1988), "National vs. corporate culture: Implications for human resource 
management. Human Resource Management", 27(4), 231-246. 
Schroder, H.M. (1989), "Managerial Competencies: The Key to Excellence", Kendall-Hunt, 
Dubuque, lA, 
Schuiler, R., Dowling, P. & De Cieri, H. (1993), "An integrative framework of strategic 
international human resource management. International Journal of Human Resource 
Management", 4(4), 717-764. 
Schuler & MacMillan (1984), "Gaining Competitive Advantage through Human Resource 
Management Practices",Human Resource Management,Fall,pp.241-255. 
Scott B. Parry (1997) "Evaluating the Impact of Training: A Collection of Tools and 
Techniques", American society & development. 
rd 
Sekaran, U. (2000), "Research methods for business: A Skill-Building Approach", 3 edn., 
John Wiley & Sons Inc, USA. 
Senge, P.M., Kleinner, A., Roberts, C, Ross, R.B., Smith, B.J. (1994), The Fifth Discipline 
Field Book, Doubleday, New York, NY,. 
Senge. P. M. (1990), "The fifth discipline", Doubleday, New York 
Settoon, D.M,, Bennett, N., & Liden, R.C. (1996). Social exchange in organizations: 
Perceived organizational support, leader-member exchange, and employee reciprocity. 
Journal of Applied Psychology, 81(3), 637-743. 
Sikula, S.A. (2001), "The five biggest HRM lies", Public Personnel Management, Vol. 30 No.3, 
pp.419-29. 
236 
Simmons, Michael (1996) "New Leadership for Women and Men - Building an Inclusive 
Organization", Gower Publishing Ltd., England. 
Singh, K. (2003), "The effect of human resource practices on firm performance in India", 
Human Resource Development International, Vol. 6 No.I, pp.tol-16. 
Sinha, J.B.P. (1995), The Cultural Context of Leadership and Power, Sage International, New 
Delhi,. 
Smith J.K. (1983) Quantitative versus qualitative research: an Attempt to Clearify the issue 
, educational Researcher, 12(3), 6-13. 
Smith, A.F. and Kelley, T. (1997), "Human Capital in the Digital Economy" in Hasselbein, F. 
et al. (Eds.) The Organization of the Future, Jossey-Bass, SF. 
Spangenberg Hermann (1995), Understanding and Implementing Performance Management 
(Hardcover). 
Spreitzer, G.M., & Mishra, A.K. (1999). Giving up control without losing control; Trust and 
its substitutes' effects on managers' involving employees in decision making. Group & 
Organization Management, 24(2), 155-187. 
Staffing Industry Report, (1997) , Electronic recruiting index:Navigating the transition. 
Unpublished work. Presented at http;//www.interniznet.com/ern/I997eri/sire-view.html 
Stalte, R. E. (2000). Case studies. In N. K. Denzin & Y. S. Lincoln (Eds.), Handbook of 
qualitative research (2nd ed., pp. 435-454). Thousands Oaks, CA: Sage. 
Stroh, L.K., & Caligiuri, P.M. (1998). Increasing global competitiveness through effective 
people management. Journal of World Business, 33(1), I-16. 
Sukarma, L. (2000) A model for guiding and measuring company performance towards 
achieving manufacturing excellence. Australia: University of Wollongong, PhD Thesis. 
Sullivan, S.E. (1999), "The Changing Nature of Careers" Journal of Management, Vol.25. 
Sullivan, W., Sullivan, R., Buffton, B. (2002), "Aligning individual and organizational values 
to support change", Journal of Change Management, Vol. 2 No.3, pp.247-54. 
Swanson and Holton (2001), Foundations of Human Resource Development, Berrett-Koehler, 
San Francisco, CA,. 
Swanson, R A. (1995). Human Resource Development: Performance is the key. 
Swanson, R A., & Holton, E. F., HI. (2001). Foundations of human resource development. 
San Francisco: Berrett-Koehler Publishers. 
Swanson, R.A. (1994) "Human Resource Development Quarterly, No. 3, Fall 1997 (J-B HRDQ 
Single Issue Human Resource Development Quarterly) (Volume 8) (Paperback) " 
Swanson, R.A. (1996)" Analysis for Improving Performance ", San Francisco, Berrett-Koehler 
Publishers 
237 
Swanson, R.A. (2001), "Human resource development and its underlying theory", Human 
Resource Development International, Vol. 4 No.3, pp.299-312. 
Tayeb H. Monir (2005), International Human Resource Management: A Multinational 
Company Perspective 
Taylor, S., Beechler, S., & Napier, N. (1996), "Toward an integrative model of strategic 
international human resource management". Academy of Management Review, 21(4), 
959-985. 
Terpstra, D. E. & Rozelle, E. J. (1993), The relationship of staffing practices to organizational 
level measures of performance. Personnel Psychology, 46: 27-48. 
Thite 
ew, 33(6), 628-647. 
Ulrich, D. (1997), "Measuring hu, M. (2004) "Managing People in the New Economy: 
Targeted HR Practices that Persuade People to Unlock their Knowledge Power", 
Response Books, New Delhi. 
Thomas F. Gilbert (2007) "Human Competence: Engineering Worthy Performance (ISPI 
Tribute Edition)" Preiffer, An Imprint of Wiley 9889 Market Street, San Francicsco. 
Thomas H Davenport (1997), Thinking for a Living: How to Get Better Performance and 
Results from Knowledge Workers. 
Torrington Derek, Laura Hall & Stephen Taylor (2007) "Human Resource Management" 
Seventh Ed. FT Prentice hall Financial Times 
Truss, C. (2001) "Complexities and Controversies in Linking HRM with Organizational 
Outcomes" Journal of Management Studies, Vol.38, No.8. 
Tsui, A. S. (1984). A role set analysis of managerial reputational effectiveness. Organizational 
Behavior and Human Performance, 34, 64-96. 
Tung, R. (1994). Human resource issues and technology transfer. International Journal of 
Human Resource Management, 35(6), 807-826. 
Tzafrir, S. S. (2006). A universalistic perspective for explaining the relationship between HRM 
practices and firm performance at different points in time. Journal of Managerial 
Psychology, 21(2), 109-130. 
Tzafrir, S. S., & Dolan, L. S. (2004). Trust ME: A scale for measuring employee manager 
Trust. Journal of Management Research, 2(2), 117-134. 
Tzafrir, S. S., Harel, G., Baruch, Y., & Dolan, L. S. (2004). The consequences of emerging 
HRM practices for employees trust in their managers. Personnel Revi man resources: 
an overview of practice and prescription for results". Human Resource Management, 
Vol. 36No.3,pp.303-20. 
V. Pucik, N. Tichy & C. Barnett (1984), Globalising management (85-106). New York: John 
Wiley & Sons. 
238 
Van der Krogt, F.J. (1998), "Learning network theory: the tension between learning systems 
and wori< systems in organizations", Human Resource Development Quarterly, Vol. 9 
No.2, pp. 157-78. 
Verma M .M (1988), Human Resource Development, p. 25, Gitanjaii, New Delhi 
Von Glinow, M.A., & Chung, B.J. (1989). Comparative human resource management 
practices in the United States, Japan, Korea, and the people's republic of China. In A. 
Nedd, G.R. Ferris, & K.M. Rowland (Eds.), Research in personnel and human resource 
management (Supp. 1, 153-171). Greenwich, CT: JAI Press 
Von Glinow, M.A., Drost, E.A., & Teagarden, M.B. (2002), "Converging on IHRM best 
practices: Lessons learned from globally distributed consortium on theory and 
practice", Asia Pacific Journal of Human Resources, vol. 40, no.l, pp. 146-66 
Walker, J.W. and Stopper, W.G. (2000) "Developing Human Resource Leaders" Human 
Resource Planning, Vol.23, No.l, p.38-44. 
Walton, E. J. 1986, Manager's prototypes of nancial rms. Journal of Management Studies, 23, 
679 698. 
Warzynski, C, Noble, D. (1976), "The ideology of professionalization and HRD", Training & 
Development Journal, Vol. 30 No.to, pp. 12-7. 
Watkins E. Karen & Victoria J. Marsick (1995), "Sculpting the Learning Organization: 
Lessons in the Art and Science of Systemic Change (Jossey Bass Business and 
Management Series) (Hardcover)" 
Wayne Mondy and Robert M Noe (9th Edition), Human Resource Management and Human 
Resource Management Skills CD 
Webb, J. (2004) "Putting Management Back into Performance: A Handbook for Managers and 
Supervisors", Allen & Unwin, Australia. 
Weick, K.E. (1996), "Enactment and the boundaryless career organizing as a work", in Arthur, 
M.B., Rousseau, D.M. (Eds),The Boundaryless Career, The Oxford University Press, 
New York, NY,. 
Weightman, J(1990) "Institute of Personnel Management (IPM), London (United Kingdom) 
Managing human resources [Personnel management!]" United Kingdom 05 -
Humanities, psychology and social sciences. 
Welch, D. (1994). HRM implications of globalization. Journal of General Management, 19(4), 
52-68. 
Welch, D., & Welch, L. (1994). Linking operation mode diversity and IHRM. International 
Journal of Human Resource Management, 5(4), 911-925. 
White, L.J. (1988), "International Trade in Ocean Shipping Services: The United States and 
the World", Balinger Publishing Co., Cambridge Mass. 
Whitener, E.M. (2001). Do "high commitment" human resource practices affect employee 
commitment? A cross-level analysis using hierarchical linear modeling. Journal of 
Management, 27(5), 515-535. 
239 
Willliams, R.M. Jr (1979), "Change and stability in values systems: a sociological perspective", 
in Rokeach, M. (Eds), Understanding Human Values, The Free Press, New York, NY, 
pp. 15-46. 
Williams, S.L. (2002), "Strategic planning and organizational values: links to alignment", 
Human Resource Development International, Vol. 5 No.2, pp.217-33. 
Willis, V. J. (1997), "Can do better". Personnel Today, No.5 June, pp.31-40. 
Willis, V.J. (1997), "HRD as evolutionary system: from pyramid-building to space-walking and 
beyond", Proceedings of the Academy of Human Resource Development Conference, 
Atlanta, 
Wood, S., & Albanese, M. T. (1995). Can we speak of a high commitment management on the 
shop floor? The Journal of Management Studies, 32(2), 213-248. 
Wright, P. M., T. M. Gardner, et al. (2001). "Measurement error in research on human 
resources and firm perforamcne: additional data and suggestions for furture research " 
Personnel Psychology 54(4): 875-901. 
Wright, T. A., & Bonett, D. G. (2007). Job satisfaction and psychological well-being as 
nonadditive predictors of workplace turnover. Journal of Management, 33(2), 141-160. 
www.pwc.com/Transport, Opportunities and Challenges for the Shipping Industry. 
nd 
Yin, R.K. (1994), "Case Study Research: Design and Methods", 2 edn.. Sage Publications, 
Thousand Oaks, CA. 
Yin, R.K. (2003), "Case Study Research - Design and Methods, Applied social research 
rd 
methods" Series, vol.5, 3 edn., Sage Publications, Asia. 
Youndt, M.A., Snell, S.A., Dean, J.E., Lepak, D.P. (1996), "Human resource management, 
manufacturing strategy and firm performance". Academy of Management Journal, Vol. 
39No.4,pp.836-56. 
Zaheer, A., & Venkataraman, N. (1995). Determinants of electronic integration in the 
insurance industry: An empirical test.Management Science, 40(4), 549-566. 
Zairi, M. (1998), "Managing human resources in healthcare: learning from world class 
practices - part 1", Health Manpower Management, Vol. 24 No.2, pp.48-57. 
Zander, U., & Kogut, B. (1995). Knowledge and the speed of the transfer and imitation of 
organizational capabilities: An empirical test. Organization Science, 6(1), 76-92. 
Zeithaml, V.A. and Bitner, M.J. (2004) "Services Marketing", McGraw-Hill, New York. (3), 
313-326. 
Zhuang, J.Y. (1992). Americanisation or Japanisation of human resource management policies: 
A study of Japanese manufacturing and service firms in the United States. Advances in 
International Comparative Management, 7(1), 77-115. 
th 
Zikraund, W. G. (2002), "Business Research Methods", 7 edn., Thomas Learning, USA. 
240 
BIBLIOGRAPHY 
Ab Rahman, M.N. and Tannock. J.D.T. (2005). "TQM Best Practices: Experiences 
of Malaysian SMEs. Total Qualify Management, 16(4)", pp.491-503. 
Abdullah, M.A. (2000), "Globalised Economy and the Strategic Importance of SMEs 
in Malaysia's Industrial Structure. Proceeding from SMEs in a global economy 
conference, 16-17 June 2000 at Wollongong, Australia. Charles Harvie and 
BoonChve Lee (ed.)", pp.3-13, 
Advanced Research Group (1997), "Research Report: Thai Small and Medium-
sized Industries (SMIs)". Bangkok: DIP, 97 pages. 
Agarwal R K (1989), "Human Resource Development in the State Bank of Patiala", 
in Khandelwal A K (Ed.), Human Resource Development in Banks, pp. 451-463, 
Oxford and IBH New Delhi. 
Ahmed. P.K.; Loh. A.Y.E. and Zairi, M. (1999), "Cultures for continuous 
improvement and learning. Total Qualify Management, 10(4/5)", pp.426-434. 
Akrasanee. N. (1980), "Economic Development of Thailand and ASEAN Economic 
Cooperation: with Special Reference to Commodity Problems. A SEAN in a 
Changing Pad/ic and World Economy. Ross Garnaut (ed). Australia", Australian 
National University Press, pp. 3 15-343. 
Alagaraja, M., Dooley, L.M. (2003), "Origins and historical influences on human 
resource development: a global perspective". Human Resource Development Review, 
Vol.2No.l,pp.82-96. 
Al-khalifa. K. and Aspinall, E.M. "Using the competing values framework to 
investigate the culture of Quatar industries". Total Qualify Management, 12(4). 
pp.417-428. 
Allah, M. (1999). "Micro and Small Enterprises in Thailand. Definitions and 
Contributions". Working paper: THA 99 003: Working Paper 6. ILO/IINDP. July 
1999. 
Allen, T.D., Freeman, D.M., Russell, J., Reizenstein, R.C., Rentz, J.O. (2001), 
"Survivor reactions to organizational downsizing: does time ease the pain?", Journal 
of Occupational and Organizational Psychology, Vol. 74 No.2, pp. 145-64. 
Amdt, G. (1989b). PIQS-II (Planning): "Further KAIZEN: Concepts and the New 
Seven" Tools for Total Quality Management, CAMIA Report No. QC 11-89. 
October, 58 pages. 
Amdt, G. (1990), "An International Perspective on Kaizen" in Manufacturing. 
Proceedings I.E. Aust. 5th International Conference on Manufacturing Engineering 
(ICJVIE-90,), Woll ongong, July, pp.276-282. 
Amdt. G. (1989a), "PIQS-I (Basic): Basic Improvement Concepts and the Basic 
Seven Tools for Total Quality Management", CAMIA Report No. QC 10-89. 
October, 64 pages, 
Anand, K.N. (1997). "Quality: an evolving concept", Total Quality Management, 
8(1). pp. 195-200. 
241 
Anderson, A.H. (1993). "Successful Training Practice: A Manager's Guide to 
Personnel Development", Oxford: Blackwell Publishers. 
Antony, J.: Balbontin, A. and Taner, T. (2000), "Key Ingredients for the effective 
implementation of statistical process control". Work Study, 49(6). pp.242-247. 
APEC Secretariat (1998), "The Impact of Liberalisation: Communicating with 
APEC Communities". Textiles Industry in Thailand. Singapore: APEC. 
APEC. (2000), "SME Guide 2000". Asia-Pacific Economic Cooperation. 
APO. (1998), Implementing Qualify Management in Asian and Pacific Firms. A 
Basic Research Report. Japan: APO. 
Argyris, C. (1992), "On Organizational Learning, Blackwell", Maiden, MA,. 
Argyris, C, Schon, D.A. (1978), "Organizational Learning: A Theory of Action 
Perspective, Addison-Wesley", Reading, MA,. 
Arsirapat, P. (2001), "Building Business Network: Survival way for SMEs. 
Companion" 20 (10). pp.7-8. 
Arsovski, 5. and Arsovski, Z. (2001), "Strategic Approach to World Class Quality 
Performance. Proceedings of International Conference Total Qualify Management 
Advanced and Intelligent Approaches, Subotica — Palic, Yugoslavia, June 25-28. 
2001,pp.l53-157. 
Asian Development Bank. (2005), "Asian Development Outlook 2005: II Economic 
Trends and Prospects in Developing Asia: Southeast Asia (Thailand)". 
Baba, M. (1996), "TQM with generating Kaizen: Know how of Japan's Qualify and 
Productivity Improvement. Japan: Japan Productivity Center for Socio-Economic 
Development". 
Babbie, E., (2001), "The practice of social research (8th ed.)". CA: Wadsworth. 
Bal Harbour, F. (2005), "U.S. — Thailand Free Trade Agreement", March 11, 2004. 
Banihoom, J.G.M. (1995), "Partnerships: A Next Management Tool for the Next 
Decade", Facilities, 13(11), October, pp.13-18. 
Barker, C, Pistrang, N., and Elliott, R. (2002), "Research methods in clinical 
psychology: An introduction for students and practitioners (2nd ed.)." Chichester, 
England: John Wiley & Sons. 
Barney, J.B. (1991), "Effects of human resource systems on manufacturing 
performance and turnover", Academy of Management Journal, Vol. 37 pp.670-87. 
Barney, J.B. and Wright P.M. (1998), "On becoming a strategic partner: The Role 
of human resources in gaining competitive advantage". Hunan Resource 
Management, 37. pp.31-46. 
Benjamasuthin. R. et al. (2001), "Research report: Characteristics and obstacles of 
Thai SMEs. Bangkok", Thai Chamber University. 
Berk. P. Thongsri. R. Nivomrat, K. Irawanwat. P. and Savetkachakul, 5. (2002), 
"SME Handbook. Bangkok: MTEC, 190 pages". 
242 
Bhati. S. (2000), "Foreign Exchange Risk Management in Australia. Proceeding from 
SMEs in a global economy conference, 16-17 June 2000 at Wollongong", Australia. 
Charles Harvie and Boon-Chve Lee (eds). pp.58-71. 
Blazev, M.L, (1998), "Insights to performance excellence 1998: an inside look at the 
1998 Baidrige Award criteria. Mih aukee": ASW Qualit Press. 266 pages. 
Board of Investment Welfare. (1995), 'Food Processing and Packaging Equipment 
in Thailand: A Survey of Investment Opportunities'. Bangkok: Office of the Board of 
Investment. 26 pages. 
Bogdan, R. C, & Biklen, S. K. (1998), "Qualitative research for education: An 
introduction to theory and methods (3rd ed.)". Needham Heights, MA: Allyn & 
Bacon. 
BOl. (2001), "Enhancing Policy and Institutional Support for Industrial Technology 
Development in Thailand". Bangkok: BOl. 
BOl. (2004), "Building Future Thailand through SMEs. Speech by Finance Minister 
Somkid Jatusripitak, January 24 at the IZandmark Hotel", Bangkok. 
Bootsoonthom, T. (2001), "Thai Social and Economic Development: Message from 
FTI president". FTI Journal. 11(61), pp.39-46. 
Bradley, M. (1994), "Starting Total Quality Management from ISO 9000. The TQM 
Magazine, 6(2)" pp.50-54. 
Brah, S.A.: Tee. S.S.L. and Rao, B.M. (2002), "Relationship between TQM and 
performance of Singapore companies". International Journal of Quality & Reliability 
Management, 19(4). pp.356 - 379. 
Brimble. P. (2002), "Crisis Provided a Vital Spur for Factories in Thailand". 
Bangkok Post, Januar 2002. 
Brown, M.G. (1998), "Baidrige award winning qualify: how to interpret the Baidrige 
Criteria/Or performance excellence". Mih\ aukee: ASQC Quality Press. 
Buch, K. and Rivers. D. (2001), "TQM: The Role of Leadership and Culture. 
Leadership & Organization Development Journal", 22(8). pp.365-371. 
Cabinet Office. (1996), "Competitiveness: Creating the Enterprise Centre of 
Europe", London: HMSO. 
Garland. J. and Garland, J. (1990), "Small Business Management: Tools for 
Success". USA: PWS-KENT. 
Carr, W. and Kemmis, S. (1986), "Becoming Critical: Education, Knowledge, and 
Action Research. Philadelphia", The Falmer Press. 
Gary, J.W., Salmon, P.W. (1976), "Delphi and Participatory Planning: Focusing the 
Planning Process in an Agricultural Service Organization', Agricultural Extension 
Research Unit, School of Agriculture and Forestry, Melbourne, pp.9-36. 
Casparij. 5. (1997), "Building a quality culture. Total Quality Management", 8(2/3). 
pp. 109-113. 
Ghaitakoonchai, T. (1999), "Rethinking the Future. Bangkok: Manager", 373 pages. 
243 
Chalamwong. Y. (1998), "Economic Crisis. International Migration and the Labour 
Market in Thailand. TDRI Quarterly Review", 13(1). pp.l2.-21. 
Chalermjirarat, W. (2004), "Seven E's and TQM. Productivity World", July — 
August, pp.47-50. 
Challis. D. Samson. D. and Lawson, B. (2002), "Integrated Manufacturing. 
Employee and Business Performance: Australian and New Zealand evidence". 
International Journal of Production Research, 40(8). pp. 1941-1964. 
Chamomtnam, W. and Tumtavitikul, 5. (2002), "Thailand. SMEs in Competitive 
Markets. Takeshi Tajima (ed)". Tokyo: APO, pp.3 15-347. 
Chan. T.H. and Quazi. H.A. (2002), "Overview of quality management practices in 
selected Asian countries". Qualify Management Journal, 9(1), pp.23-49. 
Chin, K-S.: Pun K-F.: Xu. Y. and Chan J.S.F. (2002), "An AHP based study of 
critical factors for TQM implementation in Shanghai manufacturing industries". 
Technovation, 22(11), pp.707-715. 
Chu, 5. (1987), "Understanding Qualify Circles: The Implications for 
Implementation". Singapore: Hill View Publications. 
Claver. E.: Tan, J.J. and Molina. J.F. (2002). "Areas of improvement in certified 
firms advancing towards TQM". International Journal of Qualify & Reliabilify 
Management, 19(8/9). pp.1014-1036. 
Collins, D.J., Montgomery, C.A. (1995), "Competing on resources: strategy for the 
1990s", Harvard Business Review, Vol. 73 No.4, pp.118-28. 
Connel, J., Ferres, N., Travaglione, T. (2003), "Engendering trust in manager-
subordinate relationships: predictors and outcomes". Personnel Review, Vol. 32 No.5, 
pp.569-87. 
Coronado. R.B. and Antonv. J.J. (2002), "Critical success factors for the successful 
implementation of six sigma projects in organizations". The TQMMagazine, 14(2). 
pp.92-99. 
Couger, J.D. (1998), "Key human resource issues in IS in the 1990s: views of IS 
executives versus human resource executives", Information & Management, Vol. 14 
No.4, pp. 161-74. 
Creswell, J. W. (2002), "Educational research: Planning, conducting, and evaluating 
quantitative and qualitative research. Upper Saddle River", NJ: Merrill and Prentice 
Hall. 
Crispin, S.W. (2003), "Workers' Paradise. Far Eastern Economic Review" Apr 17 
2003. 166(15). pp.40-41. 
Crosby, P.B. (1979), "Qualify is free: the art of making quality certain". Nex York: 
Czinkota, M.R., Ronkainen, I.A. (1997), "International business and trade in the 
next decade: report from a Delphi study". Journal of International Business Studies 
Vol. 28 No.4, pp.827-44. 
Dale. B. and Cooper. C. (1992), "Total Qualify and Human Resources- An 
Executive Guide". UK: Blackwell Business. 
244 
Day. J. (2000), "Commentary: The Value and Importance of the World Economy. 
European Journal of Marketing", 34(9/10). pp. 1033-1037. 
Dechawattana. D. (2000), "Competency — Based Human Resources Management. 
HRMagazine". 21(4). pp.1 1-18. 
Delbecq, A.L., Van de Ven, A.H., Gustafson, D.H. (1975), "Group Techniques for 
Program Planning: A Guide to Nominal Group and Delphi Processes", Scott-
Foresman, Glenview, IL,. 
Deming. W.E. (1986), "Out of the Crisis: Qualify, Productivity and Competitive 
Position. Cambridge", Cambridge University Press. 
Denison, D.R. (1990), "Corporate Culture and Organizational Effectiveness", Wiley, 
New York, NY,. 
DEP. (2003), "Increasing Competitiveness. Manager Magazine", March, No.235. 
p.63. 
Department of Foreign Affairs and Trade. Australian Government, (n/a). "Free 
Trade Agreements Thailand-Australia Free Trade Agreement (TAFTA 
Department of Labour Protection and Welfare. (1999), "Year Book of Labour 
Statistics 1999". Bangkok: Department of Labour Protection and Welfare. 
Dhanani, S. and Scholtes. P. (2002). "Thailand's Manufacturing Competitiveness" 
Driscoll, D.M., Hoffman, W.M. (1999), "Gaining the ethical edge; procedures for 
delivering values-driven management", Long Range Planning, Vol. 32 No.2, pp.179-
89. 
Drucker, P.P. (1993), "Post Capitalist Society, Harper", New York, NY,. 
Edgar, F., Geare, A. (2005), "HRM practices and employee attitudes: different 
measures-different results", Personnel Review, Vol. 35 No.5, pp.534-49. 
Eisenberger, R., Fasolo, P., Davis-LaMastro, V. (1990), "Perceived organizational 
support and employee diligence, commitment, and innovation", Journal of Applied 
Psychology, Vol. 75 No.I, pp.51-9. Englewood Cliffs, NJ: Prentice Hall. 
Evarts, T.M. (1998), "Human resource development as a maturing field of study". 
Human Resource Development Quarterly, Vol. 9 No.4, pp.385-91. 
Fey, C.F., Bjorkman, I. (2000), "The effect of human resource management 
practices on MNC subsidiary performance in Russia", Working paper No. 99-105 
(RI) Stockholm School of Economics in St Petersburg,. 
Fisher, C. (2005), "HRD attitude: or the roles and ethical stances of human resource 
developers". Human Resource Development International, Vol. 8 No.2, pp.239-55. 
Gall, M. D., Gall, J. P., & Borg, W. R. (2003). Educational Research: An 
Introduction (7th ed.). Boston: Allyn & Bacon. 
Ghosal, S., Bartlett, A.C. (1997), The Individualized Comparison, HarperCollins 
New York, NY,. F ' 
245 
Ginkel, K. van, Mulder, M., Nijhof, W. (1997), "Role profiles of HRD practitioners 
in The Netherlands", International Journal of Training and Development, Vol. 1 No.l, 
pp.22-33. 
Gobo, J. 0., (2000), "Organizational leadership and authority relations across 
cultures: Beyond divergence and convergence. International Journal of Commerce & 
Management, 10(l),48-73. 
Greatorix, J., Dexter, T. (2000), "An accessible analytical approach for investigating 
what happens between the rounds of a Delphi study", Journal of Advanced Nursing, 
Vol.32No.4,pp.l016-30. 
Grieves, J., Redman, T. (1999), "Living in the shadow of OD: HRD and the search 
for identity". Human Resource Development International, Vol. 2 No.2, pp.81-102. 
Gubrium, J. F., & Holstein, J. A. (2000), Analyzing interpretive practices. In N. K. 
Denzin & Y. S. Lincoln (Eds.), Handbook of qualitative research (2nd ed., pp. 487-
508). Thousand Oaks, CA: Sage. 
Guest, D.E. (1999), "Human resource management - the workers verdict", Human 
Resource Management Journal, Vol. 9 No.3, pp.5-26. 
Halim, S., Manogran, P. (1999), "MS ISO 9000: A Practical Guide for 
Implementation in the Civil Service," INTAN, Kuala Lumpur,. 
Hanson, H., McLean, G.N. (2002), "R. Wayne pace, first president of the Academy 
of Human Resource Development: a historical perspective", in Egan, T.M., Lynham, 
S.A. (Eds)", Academy of Human Resource Development Conference Proceedings,. 
Hargreaves, P., Jarvis, P. (1998), "The Human Resource Development Handbook", 
Kogan Page, London,. 
Harmon. H.A.. Brown. G., Widing, R.E. II and Hammond, K.L. (2002), 
'Exploring the Sales Manager's Feedback to a Failed Sales Effort', Journal of Business 
and Industrial Marketing, 17(1): 43-55. 
Hill, R. (2002), "Researching HRD in small organizations", in McGoIdrick, J., 
Stewart, J., Watson, S. (Eds),Understanding Human Resource Development: A 
Research-based Approach, Routledge, London,. 
Holbeche, L. (1998), High Flyers and Succession Planning in Changing 
Organization, Roffey Park Management Institute,. 
Helton, E.F. (2003), "Beyond incrementalism: what's the next paradigm for HRD?", 
Human Resource Development Review, Vol. 2 No.l, pp.3-5. 
Huselid, M.A., Jackson, S.E., Schuler, R.S. (1997), "Technical and strategic human 
resource management effectiveness as determinants of firm performance", Academy 
of Management Journal, Vol. 40 No.l, pp. 171-86. 
Huslid, M.A. (1995), "The impact of human resource management practices on 
turnover, productivity, and corporate financial performance". Academy of 
Management Journal, Vol. 38 pp.635-72. 
Hytonen, T. (2002), "Human resource development expertise". University of 
Jyvaskyla, Finland, PhD thesis,. 
246 
lies, P.A., Mabey, C, Robertson, L. (1990), "HRM practices and employee 
commitment possibilities, pitfall and paradoxes", British Journal of Management, Vol. 
1 pp.147-57. 
Jankowicz, A. (1995), Business Research Projects. London: International Thomson 
Business Press, p. 16-35. 
Kennedy, V. (2007), Do HRD Practices Differ Among the Categories of Indian 
Commercial Banks? The Icfai University Press. 
Kieft, M., Nijhof, W.J. (2000), HRD-profielen 2000: Een Onderzoek naar Rollen, 
Outputs en Competenties van Bedrijfsopleiders, Twente University Press, Enschede,. 
Kirkpatrick, D.L. (1998), Evaluating Training Program: The Four Levels, Berrett-
Koehler, San Francisco, CA, (2nd ed.),. 
Knowies, M, (1980), The Modern Practice of Adult Education, Andragogy Versus 
Pedagogy, Prentice-Hall, Englewood Cliffs, NJ,. 
Kolb, D.A. (1984), "Experiential Learning, Prentice-Hall", Englewood Cliffs, NJ,. 
Koornneef, M., Oostvogel, K., Poell, R.F., Harris, R. (2002), "HRD roles", paper 
presented at the 10th Annual Conference on Post-Compulsory Education and 
Training, December, Queensland, Australia,. 
Kuchinke, K.P. (2001), "Why HRD is not an academic discipline", Human Resource 
Development International, Vol. 4 No.3, pp.291-4. 
Lavrakas, PJ. (1993), "Telephone survey methods: Sampling, selection, and 
supervision. Newbury Park", CA: Sage. 
Law, K.S., Tse, D.K., Zhou, N. (2003), "Does human resource management matter 
in a transitional economy? China as an example", Journal of International Business 
Studies, Vol. 34 No.3, pp.255-65. 
Lee, M. (1998), "Creating clover", Human Resource Development International, Vol. 
I No.3, pp.259-62. 
Lee, M. (2001), "A refusal to define HRD", Human Resource Development 
International, Vol. 4 No.3, pp,327-41. 
Lee, M., Stead, V. (1998), "Human resource development in the United Kingdom", 
Human Resource Development Quarterly, Vol. 9 No.3, pp.297-308. 
Lee, Shanghais (1994), "A preliminary study of the competencies, work outputs, and 
roles of human resource development professionals in the Republic of China on 
Taiwan: A cross-cultural competency study. Unpublished Dissertation", The 
Pennsylvania State University. 
Legge, K. (1998), "The morality of HRM", in Mabey, C, Skinner, D., Clark, T. 
(Eds),Experiencing Human Resource Management, Sage, London,. 
Lien, Y., & McLean, G. N. (2001), "What is it to be like a Taiwanese HR 
practitioners performing HRD tasks? In 0. A. Aliaga (Ed.), Academy of Human 
Resource Development of the 2001 Conference Proceedings. Baton Rouge, LA: 
Academy of Human Resource Development. 
247 
Lincoln, Y. & Cuba, E. G. (1985), "Naturalistic inquiry. Newbury Parle", SA: Sage 
Publications. 
Lind, (2004), "Statistical Techniques in Business and Economics". McGraw-Hill 
Companies. Chap. 10, p.316. 
Lynn, M.R., Laman, E.L., Englebardt, S.P. (1998), "Nursing administration 
priorities, a national Delphi study", Journal of Nursing Administration, Vol. 28 No.5, 
pp.7-11. 
Marsick, V., Watkins, K. (1990), "Informal and Incidental Learning in the 
Workplace", Routledge, London,. 
Marti-Vazquez, L. (2000), "The impact of decentralization and school-based 
management in Puerto Rico: A case study". Unpublished Dissertation, Columbia 
University. 
McGoldrick, J., Stewart, J., Watson, S. (2001), "Theorizing human resource 
development". Human Resource Development International, Vol. 4 No.3, pp.343-56. 
McKenna, H.P. (1994), "The Delphi technique: a worthwhile approach for nursing", 
Journal of Advanced Nursing, Vol. 19 pp.12] 1-25. 
McLagan, P. (1983). "Model for excellence". Washington, DC: The American 
Society for Training and Development. 
McLagan, P. (1989), "Models for HRD Practice", American Society for Training and 
Development, Alexandria, VA,. 
McLagan, P. (1989a), "Models of HRD Practice", ASTD Press, Arlington, VA,. 
McLagan, P. (1989a). "System model 2000: Matching system theory to future HRD 
issues. In D.B Gradous (Ed.), System theory applied to human resource 
development", Fourth in the Theory- To-Practice monograph series (pp.61-82). 
Alexandria, VA: American Society for Training and Development. 
McLagan, P. (1989b), "The models (4 vols.), [A volume in Models for HRD 
practice]. Alexandria", V A: American Society for Training and Development. 
McLagan, P. (1996), "Great ideas revisited". Training and Development Journal, 
Vol.20No.l,pp.60-5. 
McLagan, P., Bedrick, D. (1983), "Models for excellence: the results of the ASTD 
training and development competency study". Training and Development Journal, 
Vol.7No.6,pp.lO-20. 
McLagan, P.A. (1989b), "Models for HRD practice". Training & Development 
Journal, Vol. 43 No.9, pp.49-59. 
McLean, G. N. & Yang, 1. C. (1993), "Instructor competencies needed by Korean 
training and development professionals. In E. Kainak & T. S. Chang (Eds), 
Proceedings of the 1992 world business congress on international perspectives of 
management development (pp.264-273)". Halifax, Nova Scotia, Canada: International 
Development Association. 
McLean, G.N. (1998), "HRD: a three legged stool, an octopus, or a centipede?", 
Human Resource Development International, Vol. 1 No.4, pp.375-7. 
248 
McLean, L.D. (2003), "Forces, people and events that contributed to the formation of 
the Academy of Human Resource Development", in Lynham, S.A., Egan, T.M. 
(Eds),Academy of Human Resource Development Conference Proceedings,. 
Megginson, D., Matthews, J., Banfield, P. (1993), "Human Resource 
Development", Kogan Page, London,. 
Nijhof, W.J. (2002), "HRD roles", paper presented at the Annual Conference of the 
Academy of HRD, Honolulu, HI, .Nine-Curt, J. (1994). Understanding our people 
from a cross-cultural perspective In M. Guzman (Ed.) Puerto Rico: The Meeting of 
the Hispanic and the Anglo-Saxon Cultures in the World of Work (pp.201-227). 
Puerto Rico: First Book Publishing. 
Norton, D. (2001), "Foreword", in Becker, B.E., Huslid, M.A., Ulrich, D. (Eds),The 
HR Scorecard, Harvard Business School Press, Boston, MA,. 
Nyhan, B., Kelleher, M., Cressey, P., Poell, R.F. "Learning in Learning 
Organisations: European Perspectives", CEDEFOP, Luxembourg,. 
O'Brien, G. & Thompson, J. E. (1989), "The development oflrish HRD 
professionals in comparison with European professionals: Roles, outputs, and 
competencies. International Journal of Training and Development", 3 (4), 250-268). 
Odenthal, L. F. & Nijhof, W. J. (1996), "HRD roles in Germany. In E. F. Helton III 
(Ed.)", Academy of Human Resource Development 1996 Conference Proceedings 
(pp.158-165). Austin, TX: Academy of Human Resource Development. 
Odenthal, L., Nijhof, W. (1996), "HRD roles in Germany", Studies in Human 
Resource Development, De Lier: Academisch Boekencentrum, Vol. 13. 
Odenwald, S. B. (1993), "Global training: How to design a program for the 
multinational corporation. Alexandria", VA: American Society for training and 
Development. 
Ontario Society for Training and Development (1976), "Core competencies of a 
trainer". Toronto, ON: Author. 
Ontario Society for Training and Development (1995), "Training Competency 
Architecture". Toronto, ON: Author 
Osman-Gani, A. M., & Jacobs, R. L. (1996), "Differences in perceptions of human 
resource development across countries: An exploratory study of managers in a 
multinational enterprise", Journal of Transnational Management Development, 2 (3), 
2135. 
Osman-Gani, A. M., & Tan, W. L. (1998), "Human resource development: The key 
to sustainable growth and competitiveness of Singapore", Human Resource 
Development International, 1 (4),417-432. 
Othman, R., Rohayu, A.G., Arshad, R. (2001), "CEOs' perception of the 
performance gap of the HRM function in the Malaysian manufacturing sector", 
Personnel Review, Vol. 30No.l, pp.61-80. 
249 
Passmore, D.L. (1997), "Ways of seeing: disciplinary bases of researcii in HRD", in 
Swanson, R.A., Hoiton, E.F. (Eds),Human Resource Development Research 
Handbook: Linking Research and Practice, Berrett-Koehler, San Francisco, CA,. 
Patton, M, Q. (1990). "Qualitative evaluation and research methods (2nd ed.)". 
Peters, V., Wester, F. (1990), Qualitative Analysis in Practice: Including User's 
Guide, Kwalitan Version 2, Department of Research Methodology, University of 
Nijmegen,. 
Pinto, P., & Walker, J. (1978), A study of professional training and development 
roles and competencies: A report to the professional development committee. 
Madison, WI: American Society for Training and Development. 
Poell, R.F., Chivers, G.E. (1999), "HRD consultant roles in different types of 
organisations", paper presented at the European Conference on Educational Research 
(ECER), Lahti, Finland,. 
Poell, R.F., Van der Krogt, F.J. (2003), "Using social networks in organisations to 
facilitate individual development", in Pearn, M. (Eds),Handbook of Individual 
Development, Wiley, London,. 
Poell, R.F., Van der Krogt, F.J., Wildemeersch, D.A. (1999), "Strategies in 
organizing work-related learning projects". Human Resource Development Quarterly, 
Vol. 10No.l,pp.43-61. 
Prabhu N D (1989), "Human Resource Development-The Canara Bank Experience", 
in Khandelwal A K (Ed.), Human Resource Development in Banks, pp. 433-447, 
Oxford and IBH, New Delhi. 
Prahald, L.K., Hamel, G. (1990), "The core competencies of the corporation", 
Harvard Business Review, No.May-June . 
Promoting Technology. Productivity and Linkages. Working Paper No.8 UNIDO 
project. USA: UNIDO. 
Puerto Rico Department of Labor and Human Resources, (2001), "PLDLHR 
annual report for the program year 2000-2001 on the implementation of the 
Workforce Investment Act (WIA)". San Juan, PR: Author. 
Punnett, B. J., & Withane, S. (1990)," Hofstadter's Value Survey Module: To 
embrace or abandon! in S. B. Prasad (Ed.), Advances in International Comparative 
Management", vol. 5 (pp.69-89).Greenwhich, CT: JAl Press. 
Rabbitt, T.J., Berg, P.A. (1994), "The ISO 9000 Book, 2nd ed.", Addison-Wesley, 
Reading, MA,. 
Ralston, D. A., Holt, D. H., Terpstra, R. H., & Kai-Cheng, Y. (1997), "The impact 
of national culture and economic ideology on managerial work values: A study in the 
United States, Russia, Japan, and China", Journal of International Business Studies, 1, 
177-207. 
Ramsey, S. (1996). Creating a context: Methodologies in international training. In H. 
N. Seelye (Ed.) Experiential Activities for Intercultural Learning, Vol. 1. Yarmouth, 
ME: Intercultural Press. 
250 
Rao T V and Abraham E (1986), "HRD Practice in Indian Industries: A Trend 
Report", Management and Labor Studies, Vol. 11, No. 2, pp. 73-85. 
Rao T V and Pereira D F (1986), "Recent Experiences in HRD, pp. 42-50", Oxford 
and IBH, New Delhi. 
Rao, T.V., & Rao, R. (2001), "A study of HRD concepts, structure ofHRD 
Departments and HRD practices in India" (On-line). Available; 
http://www.tvrls.comiStructureOfHRDDept.html 
Ravi Shankar S and Mishra R K (1984), "Strategies of HRD in Public Enterprises", 
p. 17, Viscon, Delhi. 
Remenyi, D., Williams, B., Money, A., & Swartz, E. (1998), "Doing research in 
business and management: an introduction to process and method". London: Sage 
Publications, p. 28-35 
Reynolds, A. (1993), "The trainer's dictionary: HRD terms, abbreviations, and 
acronyms. Amherst", MA: Human Resource Development Press. 
Ruona, W. E. A. (1999), "An investigation into core beliefs underlying the 
profession of Human Resource Development". Unpublished Dissertation, University 
of Minnesota. 
Ruona, W.E.A. (2001), "The foundational impact of training within industry project 
on the human resource development profession", Advances in Developing Human 
P:esources, Vol. 3 No.2, pp.119-26. 
Ruona, W.E.A., Gibson, S.K. (2003), "Exploring the evolutions of HRM, HRD and 
OD", in Lynham, S.A., Egan, T.M. (Eds),Academy of Human Resource Development 
Conference Proceedings,. 
Ruona, W.E.A., Lynham, S.A., Chermack, T.J. (2003)," Insights on emerging 
trends and the future of human resource development". Advances in Developing 
Human Resources, Vol. 5 No.3, pp.272-82. 
Siegel, S., Castellan, N. (1998), "Non-parametric Statistics for the Behavioral 
Sciences", McGraw-Hill, New York, NY,. 
Silveria D L (1987), "Human Resource Development: The Indian Experience, p. 14. 
Newsbook", New Delhi. 
Siriwaiprapan, S. (2000), "The Concept, Practice, and Future of Human Resource 
Development in Thailand by Human Resource Practitioners". Unpublished 
Dissertation, The George Washington University. 
Smith, M. L., Heinecke, W., & Noble, A. J. (1999), "Assessment policy and 
political spectacle". Teachers College Record, 101(2), 157-191. 
Stewart, J., McGoldrick, J. (1996), "Human Resource Development: Perspectives, 
Strategies and Practices", Pitman, London,. 
Sullivan, W., Sullivan, R., Buffton, B. (2002), "Aligning individual and 
organizational values to support change", Journal of Change Management, Vol. 2 
No.3, pp.247-54. 
251 
Swanson, R.A. (1999), "HRD theory, real or imagined?", Human Resource 
Development International, Vol. 2 No.l, pp.6-8. 
Swanson, R.A., Helton, E.F. (2001), 'Foundations of Human Resource 
Development", Berrett-Koehler, San Francisco, CA,. 
Swessmuth, P., & West, S. (Eds.). (1987). "Competency analysis for trainers: a 
professional assessment and development guide", Ontario: Ontario Society for 
Training and Development. 
Swheder, R & Borne, E. (1990). "Does the concept of the person vary 
cross-^culturally? In RA. Swheder & R A. LeVine (Eds.)", Culture theory: Essays on 
mind, self, and emotion (pp. 158-159). New York: Cambridge University Press. 
Tan, H., Tan, C.S. (2000), "Toward the differentiation of trust in supervisor and trust 
in organization". Genetic, Social, and General Psychology Monographs, Vol. 126 
No.2, pp.241-60. 
Tjepkema, S., Sambrook, S., Stewart, J. "The changing role of human resource 
development practitioners in learning (oriented) organisations", in Nyhan, B., 
Kelleher, M., Cressey, P., Poell, R.F. (Eds),Learning in Learning Organisations: 
European Perspectives, CEDEFOP, Luxembourg,. 
Tjepkema, S., Stewart, J., Sambrook, S., Mulder, M., Ter Horst, H., Scheerens, 
J, (2002), "HRD and Learning Organisations in Europe", Routledge, London,. 
Torraco, R A., & Swanson, R A. (1995), "The strategic roles of human resource 
development". Human Resource Planning, 18 (4), 10-21. 
Torraco, R.J., Swanson, R.A. (1995), "The strategic role of human resource 
development", HR Planning, Vol. 18No.4, pp.10-21. 
Torres-Gonzalez, R D. (1983), "Democracy and personal autonomy in the Puerto 
Rican school system: A sociocultural-historical survey and critique of educational 
development". Unpublished Dissertation, University of Massachusetts. 
Trochim, W. (2001), "The research methods knowledge base, 1st Edition". OH: 
Atomic Dog Publishing. 
Trompenaars, F. Riding the waves of culture:, "Understanding cultural diversity in 
business. London", Nicholas Breasley. 
Turnbull, S. (2002), "Preface to special issue on theory building in human resource 
development". Advances in Developing Human Resources, Vol. 4 No.3, pp.219-20. 
Turoff, M. (1970), "The design of a policy Delphi", Technological Forecasting and 
Social Change, Vol. 2 pp. 149-71. 
Usunier.T, (1998). "International and cross-cultural management research". 
Valkeavaara, T. (1996). "HRD roles in Finland - preliminary results. In E. F. Ill 
Holton (Ed.)", Academy of Human Resource Development 1996 Conference 
Proceedings (pp. 166-173). Austin, TX: Academy of Human Resource Development. 
Valkeavaara, T. (1998), "Human resource development roles and competencies in 
five European countries". International Journal of Training and Development, 2 (3), 
171-189. 
252 
Valkeavaara, T. (1999), '"Sailing in calm waters doesn't teach': constructing 
expertise through problems in work - the case of Finnish human resource 
developers", Studies in Continuing Education, Vol. 21 No.2, pp. 177-96. 
Verma K .K (1989), "Human Resource Development in the Bank of Baroda", in 
Khandelwal A K (Ed.), Human Resource Development in Banks, pp. 227-249, Oxford 
and IBH New Delhi. 
Walton, J.S. (2003), "All the world's a stage - HRD as theatre", in Lynham, S.A., 
Egan, T.M. (Eds),Academy of Human Resource Development Conference 
Proceedings,. 
Warzynski, C, Noble, D. (1976), "The ideology of professionalization and HRD", 
Training & Development Journal, Vol. 30 No. 10, pp. 12-7. 
Watkins, K.E., Marsick, V.J. (1992), "Building the learning organization: a new role 
for human resource developers". Studies in Continuing Education, Vol. 14 No.12, 
pp.115-29. 
Watkins, K.E., Marsick, V.J. (1993), Sculpting the Learning Organization, Jossey-
Bass, New York, NY,. 
Watson, H. J., Wixom, B.H., Hoffer, J.A., Anderson-Lehman, R., Reynold, A.M. 
(2006), "Real-Tim Business Intelligence: Best Practice at Continental Airlines. 
Information Systems Management", 23(1), p. 7-18. Retrieved on February 23, 2006. 
Wattanapong, C. (2000), "The relationship between de factors impacted by current 
economic crisis and human resource development roles and functions in Thailand". 
Unpublished Dissertation, University of Minnesota. 
Weinberger, L. A. (1998), "Commonly held theories of human resource 
development". Human Resource Development International, 1 (1), 75-93. 
Westbrook, L. (1997), "Information access issues for interdisciplinary scholars: 
results of a Delphi study on women's studies research", Journal of Academic 
Librarianship, Vol. 23 pp.211-6. 
Whitty, G., Power, S., & Halpin, D. (1998), "Devolution and choice in education": 
Willis, V.J. (1997), "HRD as evolutionary system: from pyramid-building to space-
walking and beyond". Proceedings of the Academy of Human Resource Development 
Conference, Atlanta,. 
Woodal, J., Douglas, D. (1999), "Ethical issues in contemporary human resource 
development". Business Ethics: A European Review, Vol. 8 No.4, pp.249-61. 
Woodall, J., Alker, A., McNeil, C, Shaw, S. (2002), "Convergence and divergence 
in HRD: research and practice across Europe", in McGoldrick, J., Stewart, J., Watson, 
S. (Eds),Understanding Human Resource Development: A Research-based Approach, 
Routledge, London,. 
Worren, N., Ruddle, K., & Moore, K. (1999), "From organizational Development 
to Change Management: The emergence of a new profession". The Journal of Applied 
Behavioral Science, 35 (3), 273-286. 
253 
Wright, L. (1996), "Qualitative international management research. In B. J. Punnet 
& O. Shewnkar (Eds.)", Handbookfor International Management Research (pp. 63-
81). Cambridge, MA: Blackwell Business. 
Yang, J. D. (1994), "Perceived competencies needed by HRD managers in Korea". 
You, S. (1993), "Perceptions of Korean human resource development practitioners 
toward selected roles and competency standards". Unpublished Dissertation, 
University of Maryland College Park. 
Youndt, M.A., Snell, S.A., Dean, J.E., Lepak, D.P, (1996), "Human resource 
management, manufacturing strategy and firm performance", Academy of 
Management Journal, Vol. 39 No.4, pp.836-56. "CEOs' perception of the performance 
gap of the HRM function in the Malaysian manufacturing sector". Personnel Review, 
Vol.30No.l,pp.61-80. 
254 
MULTINATIONAL COMPANIES 
A multinational corporation (MNC) or transnational corporation (TNC), also 
called multinational enterprise (MNE)''', is a corporation or enterprise that 
manages production or delivers services in more than one country. It can also be 
referred to as an international corporation. 
The first modem MNC is generally thought to be the, first endorsed by the pope in 
1129. The key element of transnational corporations was present even back then: 
the and were operating in different countries than the ones where they had their 
headquarters. Nowadays many corporations have offices, branches or manufacturing 
plants in different countries than where their original and main headquarter is located. 
This is the very defmition of a transnational corporation. Having multiple operation 
points that all respond to one headquarter. 
This often results in very powerful corporations that have budgets that exceed some 
national. Multinational corporations can have a powerful influence in local 
economies as well as the world economy and play an important role in and the 
presence of such powerful players in the world economy is reason for much 
controversy. 
Market imperfections 
It may seem strange that a corporation can decide to do business in a different 
country, where it doesn't know the laws, local customs or business practices. Why is 
it not more efficient to combine assets of value overseas with local factors of 
production at lower costs by renting or selling them to local investors? One reason is 
that the use of the market for coordinating the behaviour of agents located in different 
countries is less efficient than coordinating them by a multinational enterprise as an 
institution. The additional costs caused by the entrance in foreign markets are of less 
interest for the local enterprise. According to Hymer, Kindleberger and Caves, the 
existence of MNEs is reasoned by structural market imperfections for final products. 
In Hymer's example, there are considered two firms as monopolists in their own 
market and isolated from competition by transportation costs and other tariff and non-
tariff barriers. If these costs decrease, both are forced to competition; which will 
reduce their profits. Tlie firms can maximize their joint income by a merger or 
acquisition which will lower the competition in the shared market. Due to the 
transformation of two separated companies into one MNE the pecuniary externalities 
are going to be internalized. However, this doesn't mean that there is an improvement 
for the society. 
This could also be the case if there are few substitutes or limited licenses in a foreign 
market. The consolidation is often established by acquisition, merger or the vertical 
integration of the potential licensee into overseas manufacturing. This makes it easy 
for the MNE to enforce price discrimination schemes in various countries. Therefore 
Humyer considered the emergence of multinational firms as "an (negative) instrument 
for restraining competition between firms of different nations".Market imperfections 
had been considered by Hymer as structural and caused by the deviations from perfect 
competition in the final product markets. Further reasons are originated from the 
control of proprietary technology and distribution systems, scale economies, 
privileged access to inputs and product differentiation. In the absence of these 
factors, market are fully efficient. The transaction costs theories of MNEs had been 
developed simultaneously and independently by McManus (1972), Buckley & Casson 
(1976), Brown (1976) and Hennart (1977, 1982). All these authors claimed that 
market imperfections are inherent conditions in markets and MNEs are institutions 
which try to bypass these imperfections. The imperfections in markets are natural as 
the neoclassical assumptions like full knowledge and enforcement don't exist in real 
markets 
• International power 
o Tax competition 
Multinational corporations have played an important role in globalization. Countries 
and sometimes subnational regions must compete against one another for the 
establishment of MNC facilities, and the subsequent revenue, employment, and 
economic activity. To compete, countries and regional political districts sometimes 
offer to MNCs such as tax breaks, pledges of governmental assistance or improved 
infrastructure, or lax and enforcement. This process of becoming more attractive to e 
characterized as a, a push towards greater autonomy for corporate bodies, or both. 
However, some scholars for instance the Columbia economist Jagdish Bhagwati, have 
argued that multinationals are engaged in a 'race to the top.' While multinationals 
certainly regard a low tax burden or low labor costs as an element of comparative 
advantage, there is no evidence to suggest that MNCs deliberately avail themselves of 
lax environmental regulation or poor labour standards. As Bhagwati has pointed out, 
MNC profits are tied to operational efficiency, which includes a high degree of 
standardisation. Thus, MNCs are likely to tailor production processes in all of their 
operations in conformity to those jurisdictions where they operate (which will almost 
always include one or more of the US, Japan or EU) which has the most rigorous 
standards. As for labor costs, while MNCs clearly pay workers in, e.g. Vietnam, much 
less than they would in the US (though it is worth noting that higher American 
productivity—linked to technology—means that any comparison is tricky, since in 
America the same company would probably hire far fewer people and automate 
whatever process they performed in Vietnam with manual labour), it is also the case 
that they tend to pay a premium of between 10% and 100% on local labor 
rates. Finally, depending on the nature of the MNC, investment in any country reflects 
a desire for a long-term return. Costs associated with establishing plant, training 
workers, etc., can be very high; once established in a jurisdiction, therefore, many 
MNCs are quite vulnerable to predatory practices such as, e.g., expropriation, sudden 
contract renegotiation, the arbitrary withdrawal or compulsory purchase of 
unnecessary 'licenses,' etc. Thus, both the negotiating power of MNCs and the 
supposed 'race to the bottom' may be overstated, while the substantial benefits which 
MNCs bring (tax revenues aside) are often understated. 
• Market withdrawal 
Because of their size, multinationals can have a significant impact on primarily 
through the threat of market withdrawal. For example, in an effort to reduce health 
care costs, some countries have tried to force companies to license their drugs to 
local for a very low fee, thereby artificially lowering the price. When faced with that 
threat, multinational pharmaceutical firms have simply withdrawn from the market, 
which often leads to limited availability of advanced drugs. In these cases, 
governments have been forced to back down from their efforts. Similar corporate and 
government confrontations have occurred when governments tried to force MNCs to 
make their public in an effort to gain technology for local entrepreneurs. When 
companies are faced with the option of losing a core competitive technological 
advantage or withdrawing from a national market, they may choose the latter. This 
withdrawal often causes governments to change policy. Countries that have been the 
most successful in this type of confrontation with multinational corporations are large 
countries such as and \ which have viable indigenous market competitors. 
• Lobbying 
Multinational corporate is directed at a range of business concerns, from structures 
to There is no unified multinational perspective on any of these issues. Companies 
that have invested heavily in pollution control mechanisms may lobby for very tough 
environmental standards in an effort to force non-compliant competitors into a weaker 
position. Corporations lobby tariffs to restrict competition of foreign industries. For 
every tariff category that one multinational wants to have reduced, there is another 
multinational that wants the tariff raised. Even within the U.S. auto industry, the 
fraction of a company's imported components will vary, so some firms favor tighter 
import restrictions, while others favor looser ones. Says Ely Oliveira, Manager 
Director of the MCT/IR: This is very serious and is very hard and takes a lot of work 
for the owner. 
Multinational corporations such as benefit from government laws, to create Many 
industries such as lobby the government to receive subsidies to preserve their 
monopoly. 
• Patents 
Many multinational corporations hold to prevent competitors from arising. For 
example, holds patents on shoe designs, holds many patents on equipment and 
infrastructure and benefits from The pharmaceutical companies lobby international 
agreements to enforce patent laws on others. 
• Government power 
In addition to efforts by multinational corporations to affect governments, there is 
much government action intended to affect corporate behavior. The threat of forcing 
IV 
Appendix-1 
a company to sell its local assets to the government or to other local nationals) or 
changes in local business laws and regulations can limit a multinational's power. 
These issues become of increasing importance because of the emergence of MNCs in 
developing countries. 
• Micro-multinationals-Enabled by Internet based communication tools, a 
new breed of multinational companies is growing in numbers." These 
multinationals start operating in different countries from the very early 
stages. These companies are being called micro-multinationals. What 
differentiates micro-multinationals from the large MNCs is the fact that 
they are small businesses. Some of these micro-multinationals, 
particularly software development companies, have been hiring 
employees in multiple countries from the beginning of the Internet era. 
But more and more micro-multinationals are actively starting to market 
their products and services in various countries. Internet tools like 
Google, Yahoo, MSN, Ebay and Amazon make it easier for the micro-
multinationals to reach potential customers in other countries.Service 
sector micro-multinationals, like, Facebook, Alibaba etc. started as 
dispersed virtual businesses with employees, clients and resources 
located in various countries. Their rapid growth is a direct result of being 
able to use the internet, cheaper telephony and lower traveling costs to 
create unique business opportunities 
MULTINATIONALS IN THE INDIAN CONTEXT 
TOWARDS GLOBALIZATION-THE NEW INDUSTRIAL POLICY 
As a preparation to the New Industrial Policy (NIP) that was announced on July 24, 
1991, the rupee was devalued twice leading to 20 per cent depreciation against the US 
dollar. A policy of trade liberalization was announced on July 4. But it was the New 
Industrial Policy that opened the business environment to global players. The NIP 
abolished licensing in all industries irrespective of the size of equity participation. 
Only 18 industr-es that were engaged in the manufacture of hazardous chemicals, 
national security related products, and items related to social well being and 
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environment were closed to foreign companies. Other measures were talcen to attract 
MNCs, tone up domestic firms, facilitate capital, and integrate the domestic market 
with the global one. For example, automatic clearance was given for he import of 
capital goods up to 25 per cent of the value of plants and equipment with a ceiling of 
Rs 20 million. Foreign equity up to 51 per cent was approved automatically in cases 
where the equity inflow was sufficient to meet the costs of imported capital goods. 
Further, 100 per cent equity participation was permitted in the power sector. NRIs and 
their overseas corporate bodies were also allowed to have 100 per cent equity in high 
priorities industries, provided the outflow of money as repatriation covered the 
imports of capital goods and remittances. Proposals for investment did not necessarily 
require technology transfer. Automatic permission was granted to foreign technology 
collaborations in high priority industries. No permission was required to hire foreign 
technical consultants. MNCs were allowed to explore and develop gas fields, lay gas 
pipelines, and set up petroleum gas projects. A single window service was made 
available for attracting foreign investment. Indian companies were allowed to use 
foreign brand names that they produced domestically (Kumar, 1994). Non-priority 
public undertakings were open to disinvestment. 
In the following years, more incentives and concessions were offered. In 1992, 
foreign investments were protected by a mutual guarantee system, guidelines were 
provided to Indian companies that intended to enter the international market, and 
private entrepreneurs were allowed to offer cellular services. In 1992-93, partial 
convertibility of the rupee on trade accounts was introduced. A new liberal policy for 
participation in mining 13 minerals was introduced in 1993-94. In 1993, the export-
import policy was modified to encourage the export of agricultural products. Private 
sector participation was allowed in the road sector in 1994. The insurance sector was 
opened to foreign corporations in collaboration with Indian partners in 2000. In fact, 
some of the public sector undertakings were up for sale, although large disinvestments 
were made only intermittently in 1991-92, 1994-95, and 1998-99. It was after 2001 
that the process began to gain momentum, but still faced stiff political resistance. The 
value out of disinvestments was to the tune of Rs 30.38 billion in 1991-93 that 
increased to Rs 66.48 billion in 2001 (Business Today, 2002, February 17, p. 48). The 
pace of liberalization gained further momentum in course of time. Its impact on the 
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industrial landscape has been very impressive, although some sensitive areas such as 
labour laws, print media, oil, and airways are still protected from multinationals. 
IMPACT OF LIBERALIZATION 
The immediate impact of liberalization can be seen in the increased inflow of foreign 
direct investment. Compared to the restrictive phase (1968-79), the average number of 
foreign collaborations per annum increased by 9.33 times during the first 11 years of 
gradual liberalization (1980-90) and 47.23 times during the period of rapid 
liberalization (1991-2000). The increase from the phase of gradual to the phase of 
rapid liberalization was nearly five times. The increases in the value of foreign 
investment were also phenomenal. Details of the average number of foreign 
collaborations and the average size of foreign investment per year for the various 
phases in the post-independence period are given in the below table. 
Table 1.2 Average Numbers of Foreign Collaborations and Average Value of 
Foreign Investments Per Year 
Periods 
1948-58 
1959-66 
1967-79 
1980-88 
1989-90 
1991-2000 
Average Number of 
Foreign Collaborations per 
year 
5 
108 
39 
170 
194 
1,842 
Average Value of foreign 
Investments per year (Rs 
Million) 
Not Available 
Not Available 
53.62 
930.84 
2,224.95 
23,858.44 
Sources: Kumar (I994,p.44): statistical outline of india(2001-2002) 
Because of physical proximity and the predominantly Indian overseas population, the 
largest investment in 2000-01 was from Mauritius (Rs 38.53 billion) followed by the 
USA (Rs 14.64 billion), Japan (Rs 7.11 billion), Germany (Rs 5.16 billion), the 
Netherlands (Rs 3.48 billion), Italy (Rs 1.31 billion), and South Korea (Rs 1.09 
billion). An increasingly large number of MNCs also bought stocks during this period. 
In March 1990, the number of corporations listed in the stock exchange was 2,247 and 
it increased to 9,871 by 1999-2000. Foreign institutional investors were allowed to 
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invest in the stock market in June 1993. By April 1994, 161 foreign investors were 
registered in the stock market and invested US$ 1.76 billion (Shukia, 1997, p. 33). 
Exports grew as well. From US$ 8.50 billion in 1980-81, exports rose to US$ 16.60 
billion in 1990-91 and further to US$ 44.30 billion in 2000-01. The major destinations 
were the USA, the UK, Germany, and Japan. As a whole, the OECD countries 
accounted for 57 per cent, OPEC countries 10.60 per cent. Eastern Europe 3.0 per 
cent, and developing countries 25.10 per cent of the exports. India's exports as per 
cent of the world's exports grew from 0.42 in 1980-81 to 0.58 in 1990-91 and further 
to 0.70 in 2000-01. The increase in India's exports as a percentage of its imports was 
53.50 per cent, 75.40 per cent, and 88.60 per cent in 1980-81, 1990-91, and 2000-01 
respectively. Although the balance of payment was still adverse, the gap was closing. 
A major reason for the increase in exports was the rapid growth in the Indian software 
and services industry (Statistical Outline of India, 2001-2002, p. 75) after the mid-
1990s. ThQ growth trend in Figure 1.1 shows the export orientation of the software 
and services industry. Exports were mainly to the developed countries such as the 
USA (59.4 per cent), the UK (11.10 per cent), Germany (3.50 percent), Japan (3.50 
per cent), and South Korea (.50 per cent) (Statistical Outline of India, 2001-2002, p. 
76). Due to the inflow of foreign direct investment and exports, India's foreign 
exchange reserve increased from US$175 million in mid-1991 to over US$ 75 billion 
by the year 2003. 
By November 1995, 592 Indian corporations had established joint ventures abroad, 
mostly in the UK (N=51), the USA (N=45), the UAE (N =42), Malaysia (N =39), 
Singapore (N =37), Sri Lanka (N =37), and Russia (N =35). The Indian equity in 
operating these corporations amounted to Rs 2.22 billion. There were 300 wholly 
owned Indian subsidiaries mostly in the USA, the UK, Germany, and Singapore 
(Shukia, 1997) 
The greater inflow of foreign capital and technology and increased exports, among 
other factors, had an invigorating impact on the industrial growth of the country. The 
number of factories increased 3.25 times from 1960 to 1998-99, employment 2.36 
times, and fixed capital 269.76 times indicating a much higher increase in the number 
of capital intensive enterprises than in the number of factories or the size of 
employment. The central public undertakings did not get lost in this wave of 
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liberalization. Their capital investments increased enormously from Rs 182m billion 
in 1980 (N = 163) to Rs 1,020.84 billion in 1990-91 (N=236), and further to Rs 
3,034.11 billion in 1999-2000 (N =232), although their number did not increase after 
liberalization (Statistical Outline of India, 2001-2002). 
Information from various sources revealed the extent of the invigorating effect of 
liberalization on Indian companies. Although the public sector organizations incurred 
a loss of Rs 2.03. billion in 1980-81, they reported a profit of Rs 22.72 billion in 
1990-91 and Rs 145.55 billion in 1999-2000. Thus, the rate of return on capital was 
2.30 per cent and 4.80 per cent respectively. Further, 806 large private sector 
companies registered an increase of23.60 per cent in their sales and profit after tax of 
31.50 per cent in 2000-2001 over the previous year. If the statistics across the years 
can be compared, the performance of private sector companies had improved 
tremendously. The findings of a survey of the rates of growth of 100 large private and 
90 MNCs from 1998-99 to 1999-2000 are reported in the below table. 
Table 
Improvement in the Performance of Large Private and 
Multinational Corporations from 1998-99 to 1999-2000 
Indicators 
Net sales 
Expenditure 
Interests 
Net Profit 
Private sector (N= 
19.70% 
18.00% 
10.30% 
37.20% 
100) MNCs (N= 100) 
11.80% 
10.10% 
11.70% 
54.40% 
Source: the times of India (Patna, 2000 M^y 16 p. 1) 
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It can be seen from the above table that the rate of growth of profit of MN Cs was 
nearly one and half times more than that of the private sector organizations. This is 
noteworthy because both had similar rates of growth in the interests that they paid; 
moreover, the MNCs registered a lower rate of growth in sales than the private 
sector corporations. Probably, the difference in the increment of the expenditure 
played a crucial role in increasing the rate of growth of profit ofMNCs. Another 
comparison of Indian and multinational companies revealed that MNCs were 
relatively large, more prosperous, vertically integrated, rich in funds with better 
paid personnel. They had a special edge over Indian companies because of their 
technological strength, reputation, width of products, and range of services (Kumar, 
1994, pp. 154-155). As a result, MNCs served as the benchmark for many Indian 
companies. Indian companies appeared to be in a hurry to enter into alliances and 
joint ventures with multinationals either for capital, technology, and/or access to the 
international market. Some Indian companies emulated the principles and practices 
of management of the MNCs and made efforts to look and function like 
multinationals. 
FORMS OF INDIAN AND MULTINATIONAL WORK ORGANIZATIONS 
Organizations are concerted societal efforts to meet their needs and realize their 
goals in the culturally preferred ways keeping in view the resources, the constraints, 
and the historical antecedents. Hence, organizational forms, particularly the 
management of people, are strongly "influenced by social, economic, moral, 
ideological, and political processes" (Nord, 1986, p. 439). Indian work 
organizaitions originated in a dissimilar cultural milieu with different types of 
considerations than those in the west (Sinha, 1994; 1997). 
INDIAT^ ORGANIZATIONS IN THE PRE-LIBERALIZATION PHASE 
Indian organizations in the post-independence period were characterized by 
familisrn in the private sector, bureaupathic (bureaucratic, that becomes 
pathological) management in the public sector, and varying magnitudes of welfare 
orientation in both that in some instances facilitated employees' performance and 
well-being, but in other cases diluted the work culture for personal and. group gains 
at the cost of the organization. 
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FAMILISM IN THE PRIVATE SECTOR 
In 1951,12 business houses dominated the Indian industrial landscape: Tata, Biria, 
Dalmia-Sahu Jain, Kirloskar, Shriram, Lalbhai, Walchand, Thapar, Mafatlal, 
Mahindra, Bangur, and Singhania. Their companies were listed among the top 100 
Indian companies in 1997 (Business TOday, 2002, January 20, p. 143).l. The members 
of their families occupied the crucial positions and.: succession to the top waS-
normally synonymous with succession in t.' the family. For example, Kumar 
Mangalam B.iria, a fairly inexperienced young man, was appointed the chairman of 
the Aditya group of companies when his father, Aditya BirIa, passed away 
suddenly. A young inexperienced J. R. D. Tata at the age of 34 years was placed 
at the top of Tata Sons, the holding company of the Tata group. Again, a less 
experienced Ratan Tata succeeded JRD in 1991 despite the presence of reputed 
lieutenants in the group. There are numerous such examples and only a few 
exceptions (Tripathi, 2002, p. 143). This tradition fostered and continues to 
perpetuate a familiar pattern of management characterized by paternalism and 
patronage, personalized relationships, hierarchical orientation, and centralized 
decision-making. Only in some companies familism co-existed with 
professionalism. 
BUREAUPATHIC MANAGEMENT IN THE PUBLIC SECTOR 
The public sector was created with a developmental role that inadvertently led to 
excessive bureaucratization in its organizations (Sinha, 1997). The developmental 
role implied that technological, strategic, and structural choices have to be made by 
the organization keeping in view not I only the interests of the organization, but 
also the developmental needs of the nation (Khandwalla, 1988, p. 102). These 
developmental needs included creating adequate and even surplus industrial 
capacity in a long term perspective, manufacturing essential commodities at 
higher costs and selling them at subsidized prices, protecting Indian enterprises 
from foreign competition through a restrictive policy, providing employment, 
serving as an ideal employer by giving decent wages and benefits as well as by 
creating reasonably good conditions of living for the employees. 
Although making profit was ritually mentioned as part of the objectives of 
public sector undertakings, the focus was invariably on nation building by 
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fulfilling the developmental roles that were not always compatible with the 
organization's need to run efficiently and make profit (Sinha, 1994). Hence, 
the government had to intervene to set up factories, allocate resources, depute 
government officers or hire retired personnel to manage them, issue directives 
to ensure that the management followed the government's policy, and, by the 
same token, bail them out if they ran into losses. 
The lack of autonomy and the responsibility to become independent allowed the 
senior managers, who were largely government officers retired on deputation-to 
run these undertakings like government departments. Appleby (1956), who was 
invited by the government to examine the government administrative structure 
and its implications for public sector enterprises, observed, 
A deputy secretary is, of course, subordinate to the secretary, an under 
secretary is subordinate to the deputy secretary, and so on. But this tells only 
part of the story. The secretary of a ministry is, in a very real sense, subordinate 
to the lowest ranking officer in Finance, Home Affairs, or the Planning 
Commission, who writes a "note" on a proposal referred by him to Finance, 
Home Mfairs, or the Planning Commission for approval (p. 5).... Granted prior 
agreement in principle on kind and dimension of programme to be undertaken 
and the amount of money to be made available for the purpose, specific 
decisions incident to effectiveness of purpose in India are reviewed by too 
many organs of the government, in too detailed, too repetitive, and in too 
negative terms. Perhaps nowhere else have so many systematic barriers been 
erected to prevent the accomplishment of that which, it has been determined, 
should be done. 
Sinha(1973) reported an interesting case in which a file containing a proposal to 
buy broomsticks for the bathrooms of a public sector company moved vertically 
and horizontally among 27 clerks and officers in the different departments for 
nearly 3 years. Finally, the proposal was dropped, although the process had other 
fallouts such as suggestions for alternative ways of cleaning bathrooms, the need 
for hiring more hands, or setting up inquiries against individuals for various 
kinds of lapses, most of them were unrelated to the main Issue. 
The bureaucratic approach that often constrained the public administration as 
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well as the public sector organizations also discouraged the growth of private 
enterprises. For example, when Aditya Birla, fresh from the MIT, applied in the 
1960s for a license to set up a refinery, the bureaucrats did not approve it for 11 
long years; and between 1960 to 1989, 119 proposals from the Tatas for 
establishing new business or expanding the old ones were turned down. 
In fact, the bureaucratic style degenerated into the bureaupathic way of 
management, partly as a result of the colonial worldview that Lord Kipling 
pronounced: "Indians are half-devil and half-child". The mode of managing 
subordinates, hence, was based on the mistrust of the subordinates who were believed 
to be inferior. Therefore, the colonial ruler maintained a great distance from the 
subordinates lest they sought undue advantages, kept tighter control over them so that 
they could not defy orders, and centralized decision-making because the natives were 
believed to be incompetent to make important decisions. As a large number of 
bureaucrats from the government, where they inherited this mode of functioning, were 
placed in public sector undertakings, they continued to function in the same mode 
(Sinha, 1973; 1997). 
WELFAIiE ORIENTATION 
Welfare orientation emanates primarily from Indian familism. Organizations are 
conceptualized as an extended family where the superior is expected to take total care 
of the family members who must respect,' obey, and come up to the superior's 
expectations. The private sector organizations provided welfare to create a familial 
culture that facilitated work performance that, in turn, allowed the employers to give 
more generous benefits, to the employees. The organizations that blended welfare 
orientation with professionalism (e.g., the Tatas) recorded much better results than 
those that did not. 
Welfare orientation assumed a different form in most of the public sector 
undertakings. The government, by virtue of being the custodian of the public sector 
and committed to play the role of an ideal employer, provided welfare that was not 
contingent on the employees' performance or financial health of the organization. The 
employees in the majority of cases misconstrued it as a moral and virtually unilateral 
responsibility of the government to take good care of the employees irrespective of 
their performance. Thus, employees felt free to serve their personal interest and bleed 
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the organization white. Once performance was de-coupled from the quantum of 
benefits, clouts and personal connections remain d the main basis for putting pressure 
to yield maximum benefits. Workers formed trade unions that became increasingly 
militant to extract more benefits for their members. Managers looked for patrons 
within the organization and cultivated political connections for extracting all kinds of 
due or undue benefits. Welfare orientation was virtually transformed into welfarism 
in many public sector undertakings with scant regard for the financial health of the 
undertaking. 
MULTINATIONAL'S FORMS OF MANAGEMENT 
Multinational companies adopted different ways of managing organizations. Those 
that entered the Indian market before liberalization, despite being managed largely by 
the parent companies, were smaller in number and restricted in their operations. 
Therefore, they had an insignificant impact on domestic companies. However, those 
that entered in the post-liberalization phase had far more freedom to adopt practices 
of management that their parent company had evolved over the years. Their number 
itself made them highly visible and a force to reckon with. 
By 2000, the Indian market was flooded with well known products,. brands, and over 
3,000 M>JCs. The most visible among them were Akai, American Express, Apple, 
Asea Brown Boveri(ABB), AT&T, BMW, Coca-Cola, Electrolux, Ericsson, Ford, 
General Electric, General Motors, Glaxo, Roulunds, Honda, Goldstar, IBM, Kellogg, 
Kentucky Fried Chicken, LG, Marlboro, Matsushita, McDonald's, MercedesBenz, 
Microsoft:, Nestle, Samsung, SmithKline Beecham, Sony, Whirlpool, and Xerox. 
They either established fully owned subsidiaries, joint ventures, or entered into 
strategic alliances (Shukla, 1997). 
The MNCs had deep pocket to operate, advertise their brands, and even incur initial 
losses. They had advanced technology, an established network in the international 
market, etc. They attracted the best graduates from B-schools and paid them much 
more than the best paying Indian companies, although the amounts were far less than 
that paid to their counterparts in advanced countries (Box l.I). They, in fact, appeared 
as role models for many large Indian companies that were either looking for some 
kind of alliances with them or trying to become international players. 
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MULTINATIONALS' WORLD VIEWS 
The forms of management of the MNCs are based on the belief that the principles 
and practices of management that they had evolved in the process of growing up 
in their home countries are universally effective and may be transplanted to the 
host country organizations. Underlying this belief is the worldview that all 
societies, although located at different levels of economic development and 
modernization, are evolving to become alike. Initially, almost all MNCs 
developed in the west, particularly in the USA. Therefore, the belief actually 
implies that as societies outside the west get industrialized and modernized, the 
people's values, attitudes, habits, and lifestyles would converge into a single 
pattern characterized by the industrialized cultures of the west (Kerr, 1983; 
Meyer, 1970; Weinberg, 1969): The world is becoming one polar and the MNCs, 
the carriers of the industrialized culture of the west, will show the nature of future 
work organizations. 
However, there was a slight dent in this western worldview when Japanese work 
organizations integrated their collectivist cultural values and social habits with 
the western principles and practices of management in order to achieve better 
results. Consequently, there were now two-western and Japanese-models for 
designing and operating multinational corporations. Some Pacific Rim countries 
such as South Korea, Taiwan, and Hong Kong gravitated to the second one 
(House, Wright, & Aditya, 1997). The management practices in South Korea 
(Amsden, 1989) and Taiwan (Wade, 1990), for example, were somewhat similar 
to Japanese practices. 
Another factor that produced some variations in the monolithic model of 
effective organization was the dispersion in the location of the largest MNCs. 
Briscoe (1995, p. 2) reported that only six of the largest 50 international 
industrial corporations in 1959 were non American. By 1993, 60 per cent of the 
100 larg:est corporations were other than American representing 15 countries. On 
the basis of market value, only 23 per cent of the top 50 corporations were 
American. In the top 500 global service businesses, 25 countries were 
represented. Not only has there been a wider dispersion, but also the national 
identities of MNCs have been diluted. For example, Holiday Inn, a traditional 
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American corporation, was taken over by the Britisli corporation Bass; Whirlpool 
acquired the appliance division of the Dutch Philips; Renault acquired a 
significant stake in Nissan and Ford took over the automobile operations of 
Volvo. Corporations crossed national boundaries to set up manufactuing 
facilities, For example, Honda manufactured cars in the USA and exported them 
back to Japan, and IBM built computers in Japan and exported them back to the 
USA ,(Bnscoe, 1995). There were famous mega-mergers of Exxon and Mobil, 
BP and Amoco and Atlantic Richfield, Daimler-Benz and Chrysler, and the most 
recent one worth US$ 180 billion of two pharmaceuticals, smithKline Beecham 
(5B) and Claxo. Changes in national ownership, dispersed manufacturing 
facilities In several countries, and cross-national mergers blurred national 
identities and created many complexities in managing MNCs. 
MNCS' PRINCIPLES AND PRACTICES 
In order to cope with the new conditions, the MNCs converged on a set of 
common principles and practices that can be efficiently evoked to leverage their 
management. The guiding principles were profitability and market share. They 
made efforts to maintain their competitive edge by setting goals of highest quality 
of products and services at the lowest possible costs for the maximum satisfaction 
of the customers. They realize these goals by adopting macro level measures such 
as acquisitions, mergers, joint ventures, alliances,, and networking supported by 
micro level management practices. For effectively managing MNCs, senior 
managers from 15 countries (Bain & Co, 1997, reported in Business Today, 
1998, September 22-October 6, p. 120) ranked the importance of the following 
practices (percent, ages of managers endorsing the practices are given in 
parentheses): (a)Strategic Planning (90 per cent); (b) Mission & Vision 
Statements (87 per cent); (c) Benchmarking (86 per cent); (d) Customer Satisfac-
tion Measures (79 per cent); (e) Pay for Performance (78 per cent); if) Strategic 
Alliance (68 per cent); (g) Core Competencies (61 per cent); (h) Re-engineerring 
(64 per cent); (i) Growth Strategies (61 per cent); and G) Total Quality 
Management (TQM) (60 per cent). Other measures that are often mentioned in 
literature are downsizing, outsourcing, ERP (Enterprise Resource Planning), 6-
Sigma, 360-degree appraisals, etc. Some corporations are known to ease out 10 
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per cent of the lowest evaluated employees, irrespective of their performance, 
replacing them with new ones in order to induce keen interpersonal 
competitiveness and inflow of fresh ideas. 
Underlying these practices are a set of values and orientations that are generally 
associated with the rise of capitalism in the west, particularly the USA, Among 
these values are work discipline, punctuality, meritocracy, equity in pay and 
perks, rationality, individualism, egalitarianism, risk taking, creativity, and 
impersonal relationship orientationsal oriented to serve "enlightened self-interest" 
(Adam Smith, 1937/ 1976), although some of the Japanese values underlying 
teamwork, quality circles, total quality management, and kaizen are also incorpo-
rated in managing multinationals. 
EVOLVING FORMS OF MULTINATIONAL ORGANIZATIONS 
There are stages in the development of organizations (Briscoe, 1995). As the 
foreign sales of a domestic company reach over 10 to 20 per cent of total 
revenues, the company needs to set up an international division that is entrusted 
with the responsibility for all international transactions. The company opens 
offices in other countries that serve as sales subsidiaries for importing CBUs 
(completely built units) for sale or for granting license to a domestic 
manufacturer. The exporting company often places one of its managers for 
promoting sales either directly or through some domestic companies. It does not 
become deeply involved in management that is invariably entrusted to local 
managers who operate in indigenous ways. The company shifts its focus on 
setting up its own organization when it finds it more profitable to opt for local 
assembly or manufacture products with sub-contractor non-core components or 
provide services with partial assistance from locally available expertise. ,A 
number of expatriates are appointed for supervising this transition from sales to 
manufacturing or service. They ensure that the local employees achieve the 
targets set for them by the head office, maintain quality, follow work procedures, 
and function like an extension of the parent organization. 
A natural outcome of this arrangement is the emergence of multinational 
companies that fiinction like separate entities in a number of countries in the form 
of either joint ventures or fully owned subsidiaries. Each of them engages 
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significant operations such as assembly, manufacturing, service centres, R&D, 
and branch offices. The size of operations requires that half or more of its sales 
are made in the host country and majority of employees are drawn from the host 
country. Key personnel are, however, deputed from the parent company that sets 
the targets, provides capital and technical know-how; standardizes procedures for 
maintaining records and reporting to the head office, audits quality, arranges 
training for local, employees, and so on. Nevertheless, they have to be receptive 
to the local conditions such as market, government laws, and human resources. 
The twin concerns of adhering to the standards of the parent company and 
simultaneously responding to the local imperatives demand a complex nature of 
coordination and management of cultural interfaces. According to Laurent (1986), 
In order to build, maintain, and develop their corporate identity, multinational 
organizations need to strive for consistency in theii ways of managing people on a 
worldwide basis. Yet, and in order to be effective locally, they also need to adapt 
those ways to the specific cultural requirements of different societies. 
The next stage in the development of MNCs is the internationalization of 
operations that are decentralized and are primarily guided by global market 
forces, and consequently become blind or indifferent to. National boundaries. 
Then they become transnational organizations (TNOs) which may be oblivious to 
national boundaries, but are still required to retain local flexibility while 
achieving global integration (Bartlett & Ghoshal, 1988). While MNCs operate as 
"decentralized federations of units that respond to diverse international needs anE 
opportunities" within the strategic framework of the parent organization :6on, 
TNOs need to have capabilities to link different countries' operations with each 
other as well as to the centre in a flexible way and thereby leverage local as well 
as central capabilities (Bartlett & Ghoshal, 1988). 
The TNO tends to cope with large flows of components such as products, 
resources, people, and information among its subsidiaries, and as a result, "it 
demands a complex process of coordination and cooperation involving strong 
cross-unit integrative devices, a strong I corporate identity, and a well-developed 
woridwide management perspective" (Dowling, 1999, p. 48). Because of the 
emphasis on building local capabilities by drawing on location specific resources, 
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the local culture appears as a potent force to reckon with. The TNO may aim at 
the following (Killing, 1983, p. 47): 
1. To search the globe for best opportunities. 
2. To invest around the world to achieve highest return at the lowest risk. 
3. To purchase partially or fully processed raw materials from wherever they 
are available most economically. 
4. To produce components or finished products wherever they can be 
produced most productively. 
5. To market the products wherever they can be marketed most profitably. 
6. To search talents worldwide. 
7. To conduct R&D wherever it can be conducted at the optimum costs 
capitalizing on the technical capabilities existing anywhere in the world. 
The Economist (1997,) reported a survey of the -United Nations Conference on 
Trade and Development (UNCTAD) in which an index of "transnationality" 
was computed as an average of the sum of the ratios of foreign assets to total 
assets, foreign sales to total sales, and foreign employment to total employment. 
The top most among the transnational companies was Nestle with 87 per cent of 
assets, 98 per cent of sales, and 97 per cent of employees outside of 
Switzerland. Among others were Asea Brown Boveri (ABB of Sweden! 
Switzerland), Electrolux (Sweden), Uniliver (Britain,The Netherhncls), and 
Philips (The Netherlands). American giants such as Coca-Cola and McDonald's 
ranked 31st and 42nd respectively. They all operate in the Indian market either 
through fully owned subsidiaries, joint venture or other kinds of alliances. 
In short, the incoming multinational and transnational organizations are 
presenting radically different forms of management than Indian companies 
have traditionally manifested so far. It is likely that the former would have an 
increasingly greater impact on the latter in the coming years. However, the 
Indian cultural preferences for familial forms of relationships, welfare of 
employees, and bureaucratic mode of functioning are not likely to disappear 
over night. They are likely to interface with market-driven and strategically-
oriented forms of management for creating complex forms of management in 
Indian organizations. 
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Summary 
The policy frame of the central government for expediting industrial growth of 
the country passed through three phases. As the country had a very weak 
industrial base and limited resources at the time of independence in 1947, the 
policy in the first phase (1948-66) was to invite foreign capital liberally and to 
establish basic and heavy industries, particularly in the public sector, with an aim 
to develop a socialist form of society. Some of the fallouts of the policy in terms 
of drainage of foreign exchange and the need for providing a protective umbrella 
to nascent Indian enterprises called for the imposition of restrictive measures on 
foreign investment during 1968-79. Indian enterprises were firmly established, 
but also became complacent leading to inefficiency, bureaucratization, welfarism, 
and losses in the dominant public sector. These unanticipated consequences 
combined with global changes in favour of open market led to the policy of 
liberalization (since 1990) that encouraged an increasingly large number of multi-
national and transnational companies to enter the Indian market. Organizational 
forms of Indian companies that were earlier characterized by familism in the 
private sector, bureaupathy in public sector undertakings, and welfare orientation 
in both were now subjected to the influences of multinational and transnational 1 
organizations that are market-driven, strategically-oriented, but locally receptive. 
1 Although multinational and transnational organizations are conceptually 
and functionally different, the demarcation lines between them cannot be 
drawn in real cases. Henceforth, "multinational companies" will be used for 
both multinational and transnational companies. 
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LIST OF MULTINATIONAL SHIPPING COMPANIES INCLUDED IN 
THIS STUDY 
Sr. 
No 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
Name 
AET Ship Management 
(Singapore) Pte. Ltd 
Andromeda Shipping 
(India) Pvt. Ltd 
Anglo Eastern Ship 
Management (India) 
Pvt. Ltd 
ASP Ship Management 
(India) Pvt. Ltd 
Bemhard Schulte Ship 
Management 
Bibby International 
Services (India) Pvt. Ltd 
BW Shipping 
Managers. PTE 
China Ocean Shipping 
Company 
Chowgule Streamships 
Pvt. Ltd 
D'amico Ship (India) 
Pvt. Ltd 
Dohle Danautic (India) 
Pvt. Ltd 
Essar Shipping Ltd 
Fleet Management Ltd 
Ind- Aust Maritime Pvt. 
Ltd 
Place of Origin 
Malaysia 
Italy 
Hong Kong 
Australia 
Cyprus 
United 
Kingdom 
Singapore 
China 
India 
Italy 
United States 
India 
Hong Kong 
India 
Website Details 
www .aet-tankers.com 
http://wvsw.andromeda-
shippins.com 
http://www.angIoeastem 
group.com 
http://www.aspships.co 
in 
www.bs-
shipmanagement.com 
www.india.bibbvshipma 
nagement.com 
www.bwshipping.com 
http://wvAV.cosco.com 
http://www.chowguleste 
amships.com 
www.damicoship.com 
www.doehledanautic.co 
ni 
http://www.essar.com 
http://www.fleetship.co 
m 
httD://www.indaust.com 
Category 
-As per 
origin 
Multinational 
Multinational 
Multinational 
Multinational 
Multinational 
Multinational 
Multinational 
Government 
Private 
Multinational 
Multinational 
Private 
Multinational 
Multinational 
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15 
K- Line Ship 
Management (India) 
Pvt. Ltd 
Japan http://www.kismindia.c 
om 
Multinational 
'^ Kuwait Oil Company Kuwait http.V/www.kotc.com.k 
w 
Government 
17 Marlow Navigation 
(India) Pvt. Ltd Cyprus 
http://www.marlownavi 
gation.com .cy Multinational 
18 Mercator Lines Ltd India http://www.mercator.in Private 
]9 Malaysian International . 
Shipping Company ^ sia 
http://www.misc.com.m Government 
20 Mitsui OSK Lines 
(India) Pvt. Ltd Japan http://wvyw.molmi.info Multinational 
21 MMS Maritime (India) 
Pvt. Ltd Japan www.meij i-group.com Multinational 
22 
Northern 
Management 
Pvt. Ltd 
Marine 
(India) United Kingdom 
http://www.nmm-
stena.com/ Multinational 
23 Nortrans 
Services 
Maritime Hong Kong http://www.nmm-
stena.com/ Multinational 
24 NYK Ship Management 
(India) Pvt. Ltd Japan www.nvksm.com.sg/ Multinational 
25 Ocean Sparkle Limited India http://www.oceansparkl 
e.com/ Private 
26 
Orient Ship 
Management (India) 
Pvt. Ltd 
Norway www.osmm.com Multinational 
27 Pratibha Shipping 
Company Ltd India http://www.pscl.org/ Private 
28 Qatar 
Company 
Shipping Qatar www.qship.com/ Multinational 
29 Saudia Aramico Saudi Arabia http ://www. saud iaramco 
.com 
Government 
30 
Sea Span 
Management 
Pvt. Ltd 
Crew 
(India) Canada www.seaspancorp.com Multinational 
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31 
32 
33 
34 
" 
36 
37 
38 
Shipping Corporation of 
India 
Teekay Shipping (India) 
Pvt. Ltd 
The Great Eastern 
Shipping Company Ltd 
Toiani Shipping 
Company Pvt. Ltd 
Torm Shipping (India) 
Pvt. Ltd 
V Ships 
Varun Shipping 
Company Ltd 
Wilhelmsen Ship 
Management 
India 
Canada 
India 
India 
Denmaric 
Monaco 
India 
Norway 
http://www.shiDindia.co 
IQ 
http://www.teeicav.com 
http://www.ereatship.co 
Dl 
http://www.tolanigroup. 
com/ 
www.torm.com 
www.vships.com/ 
http://www.varunship.c 
om/ 
httD://www.wiiheImsen. 
com 
Government 
Multinational 
Private 
Private 
Multinational 
Multinational 
Private 
Multinational 
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Overview of International Shipping Industry 
Around 90% of world trade is carried by the international shipping industry. Without 
shipping the import and export of goods on the scale necessary for the modern world 
would not be possible. 
Seaborne trade continues to expand, bringing benefits for consumers across the world 
through competitive freight costs. Thanks to the growing efficiency of shipping as a 
mode of transport and increased economic liberalisation, the prospects for the 
industry's further growth continue to be strong. 
There are around 50,000 merchant ships trading internationally, transporting every 
kind of cargo. The world fleet is registered in over 150 nations, and manned by over a 
million seafarers of virtually every nationality. 
Commercial shipping began perhaps with the activities of the Phoenician merchants 
who operated their own vessels, transporting goods in the Mediterranean. The 
practices they developed were adopted by the merchants of ancient Greece and Rome 
and were continued by the maritime powers through the Middle Ages to modem 
times. The Venetians, from 1300 to 1500, owned a huge merchant fleet that served 
the interests of the merchant traders and the city-state exclusively. From 1600 to 1650 
the Dutch ranked first in shipping activity, operating a globe-circling tramp service 
for merchants of western Europe. 
Nature of the Shipping Company 
Shipping is a private, highly competitive service industry. The activity of the industry 
is divided into several categories, namely, liner service, tramp shipping, industrial 
service, and tanker operation, all of which operate on certain well-established routes. 
Trade Routes. 
Most of the world's shipping travels a relatively small number of major ocean routes: 
the North Atlantic, between Europe and eastern North America; the Mediterranean-
Asian route via the Suez Canal; the Panama Canal route connecting Europe and the 
eastern American coasts with the western American coasts and Asia; the South 
African route linking Europe and America with Africa; the South American route 
from Europe and North America to South America; the North Pacific route linking 
western America with Japan and China; and the South Pacific route from western 
America to Australia, New Zealand, Indonesia, and southern Asia. The old Cape of 
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Good Hope route pioneered by Vasco da Gama and shortened by the Suez Canal has 
returned to use for giant oil tankers plying between the Persian Gulf and Europe and 
America. Many shorter routes, including coastal routes, are heavily traveled. 
Coastal Shippin£. 
Technically, coastal shipping is conducted within 32 km (within 20 Nauticalmiles) of 
the shoreline, but in practice ship lanes often extend beyond that distance, for reasons 
of economy and safety of operation. In the U.S., coastal shipping is conducted along 
the Pacific, Atlantic, and Gulf coasts. Under the restriction known as cabotage, the 
U.S. and many other nations permit only vessels registered under the national flag to 
engage in coastal trade. Among many small European countries cabotage does not 
apply, and short international voyages are common. A special feature of coastal 
shipping in the U.S. is the trade between the Pacific coast and the Atlantic and Gulf 
coasts. Vessels engaged in this trade traverse the open sea and utilize the Panama 
Canal; however, they are covered by cabotage laws. In coastal and short-distance 
shipping, special-purpose ships are often employed, such as car ferries and train 
ferries. 
Inland Waterways. 
A major part of all the world's shipping moves on inland waterways—rivers, canals, 
and lakes. Usually such shipping employs smaller, lighter vessels, although in some 
cases oceangoing ships navigate inland waterways, for example, the Saint Lawrence 
Seaway route to the Great Lakes of North America. Containerization, lighter-aboard-
ship, and barge-aboard-ship operations have facilitated the shipping of cargoes 
between oceangoing vessels and those of the inland waterways. 
Liner Service. 
Liner service consists of regularly scheduled shipping operations on fixed routes. 
Cargoes are accepted under a bill-of-lading contract issued by the ship operator to the 
shipper. 
Competition in liner service is regulated generally by agreements, known as 
conferences, among the shipowners. These conferences stabilize conditions of 
competition and set passenger fares or freight rates for all members of the 
conferences. In the U.S., steamship conferences are supervised by the Federal 
Maritime Commission in accordance with the Shipping Act of 1916. Rate changes. 
11 
Appendix-2 
modifications of agreements, and other joint activities must be approved by the 
commission before they are effective. iVleasures designed to eliminate or prevent 
competition are prohibited by law. 
Tramp Shipping. 
Tramps, known also as general-service ships, maintain neither regular routes nor 
regular service. Usually tramps carry shipload lots of the same commodity for a 
single shipper. Such cargoes generally consist of bulk raw or low-value material, such 
as grain, ore, or coal, for which inexpensive transportation is required. About 30 
percent of U.S. foreign commerce is carried in tramps. 
Tramps are classified on the basis of employment rather than of ship design. The 
typical tramp operates under a charter party, that is, a contract for the use of the 
vessel. 
The center of the chartering business is the Baltic Exchange in London, where 
brokers representing shippers meet with shipowners or their representatives to arrange 
the agreements. Freight rates fluctuate according to supply and demand: When 
cargoes are fewer than ships, rates are low. Charter rates are also affected by various 
other circumstances, such as crop failures and political crises. 
Charter parties are of three kinds, namely, the voyage charter, the time charter, and 
the bareboat charter. The voyage charter, the most common of the three, provides 
transport for a single voyage, and designated cargo between two ports in 
consideration of an agreed fee. The charterer provides all loading and discharging 
berths and port agents to handle the ship, and the shipowner is responsible for 
providing the crew, operating the ship, and assuming all costs in connection with the 
voyage, unless an agreement is made to the contrary. The time charter provides for 
lease of the ship and crew for an agreed period of time. The time charter does not 
specify the cargo to be carried but places the ship at the disposal of the charterer, who 
must assume the cost of fuel and port fees. The bareboat charter provides for the lease 
of the ship to a charterer who has the operating organization for complete 
management of the ship. The bareboat charter transfers the ship, in all but legal title, 
to the charterer, who provides the crew and becomes responsible for all aspects of its 
operation. 
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The leading tramp-owning and tramp-operating nations of the world are Norway, 
Great Britain, the Netherlands, and Greece. The carrying capacity of a typical, 
modern, well-designed tramp ship is about 12,000 dwt, and its speed is about 15 
knots. The recent trend is toward tramps of 30,000 dwt, without much increase in 
speed. 
Industrial Carriers. 
Industrial carriers are vessels operated by large corporations to provide transportation 
essential to the processes of manufacture and distribution. These vessels are run to 
ports and on schedules determined by the specific needs of the owners. The ships may 
belong to the corporations or may be chartered. For example, the Bethlehem Steel 
Corp. maintains a fleet of Great Lakes ore carriers, a number of specialized ships that 
haul ore from South America to Baltimore, Md., and a fleet of dry-cargo ships that 
transports steel products from Baltimore to the Pacific coast. Many oil companies 
maintain large fleets of deep-sea tankers, towboats, and river barges to carry 
petroleum to and from refineries. 
Tanker Operation. 
All tankers are private or contract carriers. In the 1970s some 34 percent of the world 
tanker fleet, which aggregates about 200 million dwt, was owned by oil companies; 
the remaining tonnage belonged to independent shipowners who chartered their 
vessels to the oil companies. So-called supertankers, which exceed 100,000 dwt, are 
employed to transport crude petroleum from the oil fields to refineries. The refined 
products, such as gasoline, kerosene, and lubricating oils, are distributed by smaller 
tankers, generally less than 30,000 dwt, and by barges. 
The Indian Shipping industry comprises more than 774 vessels (Overseas and 
Coastal), with a gross tonnage of 13.9 million GRT and is ranked 15th in the world. 
India with a coastline of 7516 km carries about 90% of its external trade by volume 
and 70% by value via the sea route. The contribution of Indian Shipyards to this has 
been around 10%. Predominantly government - owned, Indian shipyards suffer from 
poor utilization of their assets, few orders and a high cost of manufacturing (Levitt 
2005). The net worth of many shipyards, particularly the ones under public sector 
control,, has gradually eroded. There are 7 government shipyards, 24 private sector 
shipyards and 34 Indian ship-owners. It is estimated that about 40% of the Indian 
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fleet are aged over 20 years old. Current annual expenditure on import of equipment 
by Indian commercial shipbuilding industry (otlier than naval shipbuilding) is 
estimated at INR 2.5 billion (Lillie 2004). Over the years, the public sector shipyards 
have operated in a somewhat protected market, catering only to the captive demand 
from various domestic shipping companies and government agencies. During the 
decades of 1970s & 80s, the government had made it mandatory for Indian Shipping 
companies to source their ships from Indian Shipyards and encouraged them to do so 
by subsidies and other tax concessions. A subsidy of 30% based on International price 
parity still continues for the shipbuilding sector. However, these fiscal measures are 
inadequate to give necessary boost to the still nascent industry. Indian shipyards 
remain largely insulated from the present boom in shipping & the shipbuilding 
industry. Lately it is seen that various shipyards are now recording an increase of 
exports over its domestic sales (Lobel 2007). 
Coastal Shipping 
Coastal shipping is an energy efficient, environmental friendly and economical mode 
of transport in the Indian transport network and a crucial component for the 
development of domestic industry and trade (Mathis and Jackson 2004). India's 
Coastal Shipping Tonnage as on 1,10.2005 was 463 vessels with 0.82 million G.T. 
and 0.86 million D.W.T. 
Fiscal Regime 
Government has rationalized the fiscal regime for Indian Shipping Industry by 
introducing Tonnage Tax system from this financial year 2004-05, in order to provide 
Indian Shipping industry a level playing field vis-a-vis International shipping 
companies and also facilitate the growth of Indian tonnage. This was a long pending 
demand of the Shipping Industry. As a result of introduction of Tonnage tax regime 
and also due to current shipping boom, Indian Tonnage has steadily grown in the last 
six months. Indian tonnage as on 1.6.2004 was 7.05 million Gross Tonnage (GT) 
which has increased to 8.31 million GTas on 1.10.2005 (McConville 2007). 
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Maritime Training 
Government is responsible for creation of the trained manpower required for the 
merchant navy fleet of the country, This national obligation is being met through the 
Government training institutes and number of other approved training institutes in 
private sector (Noe et al.2007). The training institutes established by the Government 
are: Training Ship 'Chanakya'; Marine Engineering and Research Institute (MERl), 
Kolkata; Marine Engineering & Research Institute (MERI), Mumbai; LBS College of 
Advance Maritime Studies & Research, Mumbai. In addition to the above, there are 
about 128 training institutes in the private sector approved by the Director General of 
Shipping, imparting pre-sea and post-sea training in various disciplines (Nunnally 
2008). 
PUBLIC SECTOR UNDERTAKINGS 
1. Shipping Corporation of India Ltd. 
SCI has a fleet of 84 vessels (as on 1/10/2005) aggregating to about 2.7 million GT 
(4.5 million DWT) comprising general cargo vessels, cellular container vessels, crude 
oil tankers (including combination carriers), product tankers, bulk carriers, 
LPG/Ammonia carriers, acid carriers, passenger vessels and offshore supply vessels. 
Two Joint Venture Companies (JVCs) have been formed at Malta viz. India LNG 
Transport Co. No.l & No.2 Ltd. for construction, ownership and operation of two 
LNG tankers which are on time charter to Petronet LNG Ltd. for a period of about 24 
years. The SCI and Mitsui OSK Line (MOL) have 29.08% stake each in the 
consortium; the remaining 41.84% being shared by NYK (17.89%) and K Line 
(8.95%)) and Qatar Shipping Co. (15%). SCI also has a joint venture with Islamic 
Republic of Iran Shipping Lines(IRISL), known as Irano Hind Shipping Company 
(IHSC). It has a fleet of 6 ships aggregating to 0.28 million DWT (Obando et al. 
2003). 
2. Cochin Shipyard Ltd. 
Cochin Shipyard Limited (CSL) is designed to construct ships of size up to 1,10,000 
DWT and repair ships up to 1,25,000 DWT. The Yard has constructed and delivered 
nine large ships (five Bulk Carriers and four Crude Oil Tankers).besides 36 other 
VI 
Appendix-2 
vessels The Yard has so far repaired more than 1000 ships of various types 
(Panavides and Gray 2003). 
3. Hindustan Shipyard Ltd. 
The shipbuilding capacity of the Hindustan Shipyard Limited (HSL) is 3.5 pioneer 
class vessels of 21,500 DWT each. The maximum size of the vessel that could be 
built is 50,000 DWT (Peter and Waterman 2002). HSL has an exclusive offshore 
platform construction yard capable of constructing tow platforms per annum. Other 
infrastructure facilities include engineering shops, cranes and load-out facilities. HSL 
has so far constructed and delivered 136 vessels of various types. 
4. Hooghly Dock and Port Engineers Ltd. 
The Company has two working units in Hawrah District of West Bengal, one at 
Salkia and another at Nazirgunge. The installed capacity in shipbuilding is 1,100 
tonnes per annum. Apart from a dry dock and a jetty, it has five slipways (Podsakoff 
and Organ 2006). 
Inland Water Transport Sector 
India has got about 14,500 km of navigable waterways which comprise of rivers, 
canals, backwaters, creeks, etc. About 18 million tons of cargo (1.7 billion ton-Km) is 
being moved annually by Inland Water Transport (IWT), a fuel-efficient and 
environment friendly mode (Podsakoff et al. 2003). Its operations are currently 
restricted to a few stretches in the Ganga-Bhagirathi-Hooghly Rivers, the 
Brahmaputra, and the Barak River, the rivers in Goa, the backwaters in Kerala and 
the deltaic regions of the Godavari-Krishna Rivers. Besides the organized operations 
by mechanized vessels, country boats of various capacities also operate in various 
rivers and canals. 
\. Inland Waterways Authority of India 
The Inland Waterways Authority of India (IWAI) constituted under the Inland 
Waterways Authority of India Act, 1985, came into existence on 27 October 1986 
for development and regulation of inland waterways in the country. The Authority 
undertakes various schemes for development of IWT related infrastructure on 
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National Waterways. The head office of the Authority is located at Noida. The 
Authority also has its regional offices at Patna, Kolkata, Guwahati and Kochi and 
sub offices at Allahabad, Varanasi, Bhagalpur, Farakka and Kollam. 
2. National Waterways. 
The Ganga between Allahabad - Haldia (1620 km) in 1986, the Sadiya-Dhubri 
stretch of river Brahmaputra (891 km) and the Kollam-Kottapuram stretch of 
West Coast Canal along with Champakara and Udyogmandal Canals (205 km) in 
Kerala have so far been declared as National Waterways and are being developed 
for navigation by Inland Waterways Authority of India. Action has already been 
initiated to declare following inland waterways as national waterways. 
a. Bhadrachalam- Rajamundry stretch of River Godavari along with 
Wazirabad- Vijaywada Stretch of River Krishna integrated with 
Kakinada Canal, Eluru Canal, Commamur Canal.and Backingham 
Canal (1095 km of which Backingham Canal is 443 km). 
b. Karimganj-Lakhipur Stretch of River Barak. 
c. Geonkhali- Charbatia stretch of East Coast Canal (ECC) along with 
Charbatia- Dhamra Stretch of Matai river, Talchar Dhamra Stretch of 
River Brahmani and Mangalgadi-Paradip Stretch of Mahanadi Delta 
Rivers (623 kms). 
3. Central Inland Water Transport Corporation 
The CIWTC is mainly engaged in transportation of goods by inland waterways in 
the Ganga-Bhagirathi-Hooghly, Sunderbans and the Brahmaputra rivers. It is 
operating regular cargo services between Kolkata and Pandu (near Guwahati), 
between Kolkata and Karimganj (Assam),Kolkata-Bangladesh and between 
Haldia and Patna.The case of CIWTC was referred to Board for Reconstruction of 
Public Sector Enterprises (BRPSE). The BRPSE has since made its 
recommendations. The recommendations of the RPSE are to be placed before the 
Cabinet for a decision on the future of the CIWTC (Prasad 2005). 
Activities and areas of performance of Shipping Sector 
Maritime Policy 
To reduce the grey areas, a comprehensive policy for the maritime sector is being 
formulated. The policy seeks to combine vision and strategy for the sector through 
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harmonious and coordinated development of our maritime assets WVA ports, shipping, 
inland water transport systems and ship building and ship repair industries (Schein 
2006). After Inter-Ministerial consultations and firming up of the draft policy 
document, it will be placed before the Cabinet within the next couple of months. 
National Maritime Development Programme 
The Government has taken up preparation of the National Maritime Development 
Programme by identifying specific schemes/projects and other measures which are 
necessary to give a concrete shape to the vision and strategy laid down in the 
Maritime policy document, over a 10 year period. 
The programme will be implemented through public private partnership and will 
involve investment of about Rs. 1,00,000 crores in ports sector. Out of this, about 
Rs.60,000 crores will be in major ports and the balance in Shipping and Inland Water 
Transport sectors. Public investment will be primarily for common user infrastructure 
facilities in the ports like deepening and maintenance of port channels, construction of 
breakwaters, rail and road connectivity from ports to hinterland etc. Private 
investment will be in the areas where operations are primarily commercial in nature 
like con.struction, management and operation of berths/terminals in the various ports. 
About 275 projects in major ports, to be implemented in two phases have already 
been identified for inclusion in Programme which is expected to be finalized soon 
(Schelhardt 2006) 
Introduction of Tonnage Tax for Shipping Industry 
As stated earlier in this Note, Government has rationalized the fiscal regime for Indian 
Shipping Industry by introducing Tonnage Tax system from this financial year 2004-
05, in order to provide Indian Shipping industry a level playing field vis-a-vis 
International shipping companies and also facilitate the growth of Indian tonnage. 
Job Creation in Maritime Sector 
1,29,000 training man days have been generated since 1.1.2007 which will benefit the 
youth looking for jobs in maritime sector. 
Substantial incremental tonnage growth 
More than Rs.450 crores of incremental Gross Value Addition (GVA) to the Indian 
economy has taken place in 18 months by the incremental tonnage growth. 
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Implementation of ISPS Code 
The ISPS Code was introduced as a fall out of 9/11 incident in the US, when the need 
to tighten up security for all modes of transport, which can be potential threat to the 
national security was realized. 
Record profit earned by Shipping Corporation of India 
Shipping Corporation of India (SCI), a Public Sector Undertaking, has registered a 
profit of Rs.940.67 crores during the financial year 2008-09. One LR-I Crude oil 
Tanker and two very Large Crude Carrier (VLCCs) have been inducted in the fleet of 
SCI in last Wz years. Acquisition of two more VLCCs (worth Rs. 1136 crore) has 
been approved by Government in September, 2007(Schelhardt 2006). 
LNG Shipping Policy being considered 
Ministry is considering formulation of an LNG shipping policy. It is our experience 
that unless support is provided to Indian shipping, the developments of Indian flag in 
niche area do not happen automatically e.g. Container Shipping could not take off in 
India as there was no policy support on this from the government. In order to develop 
LNG Tonnage under Indian Flag, Directorate General (Shipping) issued guidelines 
for grant of license to LNG vessels on 5th July, 2004. 
Indian Maritime University (IMU) 
Keeping in view India's position as leading merchant navy supplier to global needs 
and the stiff challenge faced by India from South Eastern Countries like Philippines, 
China etc, the Expert Committee constituted for this purpose has recommended 
formation of IMU by an Act of Parliament under the aegis of Ministry of Shipping, 
Road Transport & Highways. 
VESSEL TYPES 
Merchant ships are classified as passenger carriers, cargo ships, and tankers. During 
the height of passenger travel by ship, the largest as well as the most glamorous ships 
afloat were the famed liners of the North Atlantic, which, beginning in the mid-19th 
century, sailed regular schedules between the Americas and Europe. Competing in 
speed as well as in size and appointments, such ships as the Cunard's Mauretania 2 
(1939-65), Queen Mary (1936; a hotel and tourist attraction since 1967, docked in 
Long Beach, Calif.), and Queen Elizabeth (1938-68), as well as the United States, 
(built in the U.S. in 1940s and used as a military vessel and a luxury liner, moored in 
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Philadelphia since 1996) and the French Line passenger ship, the France (i960, sold 
and renamed Norway in 1979, retired in the 2000s), gradually reduced the time for the 
North Atlantic crossing to less than four days. Their size, from about 45,000 to 75,000 
metric tons and up to 305 m (1000 ft) in length, was gigantic by the standards of the 
first half of the 20th century, but they have been dwarfed by the oil tankers of the 
1970s and '80s. Today's passenger liners operate principally in the cruise trade. 
At the beginning of the 21st century there was revived interest in ocean travel. Setting 
a new standard for size, weight, and elegance, the Cunard's newest flagship, the 
Queen Mary 2, is the largest (151,400 tons), longest (345 m/1132 ft), tallest (72 
m/236 ft), widest (41 m/135 ft), and most costly ($800 million) liner ever built, ft set 
out on her first voyage in 2004, with a planned schedule of 12 trans-Atlantic crossings 
in 2004 and 26 crossings in 2005; the latter number is double the number of crossings 
made by her sister ship, the Queen Elizabeth 2 (1968, retired in 2004). 
Cargo Ships. 
Cargo ships carry packaged goods, unitized cargo (cargo in which a number of items 
are consolidated into one large shipping unit for easier handling), and limited amounts 
of grain, ore, and liquids such as latex and edible oils. A few passengers are accepted 
on some cargo liners. Specialized ships are designed and built to carry certain types of 
cargo, for example, automobiles or grain. 
Container Ships. 
In the late 1950s container ships set the pattern for technological change in cargo 
handling and linked the trucking industry to deep-sea shipping. These highly 
specialized ships carry large truck bodies and can discharge and load in one day, in 
contrast to the ten days required by conventional ships of the same size. The rapid 
development of the container ship began in 1956, when Sea-Land Service commenced 
operations between New York City and Houston, Tex. Barge-aboard, or lighter-
aboard, ships, also called seabees (sea barges) or LASH (lighter-aboard ships), 
resulted from an evolutionary development of the containership. They are capable of 
carrying about 38 barges, or up to 1600 containers, or a combination of containers and 
barges. Their design enables them to deliver cargo to developed or undeveloped ports, 
without the need for berthing. 
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Tankers. 
Tankers, designed specifically to carry liquid cargoes, usually petroleum, have grown 
to many-compartmented giants of a million metric tons and more. Despite their great 
size, their construction is simple, as is, for the most part, their operation. A major 
problem with the giant tankers is the severe environmental damage of oil spills, 
resulting from collision, storm damage, or leakage from other causes. 
Specialized tankers transport liquefied natural gas (LNG), liquid chemicals, wine, 
molasses, and refrigerated products. 
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1.3 Dynamic analysis of the officer's supply-chain in the merchant marine: 
The Need 
Commercial viability of the shipping industry in traditional maritime countries 
(TMC) has been associated since the late 1960s with lagging-out and the outsourcing 
of crews. The most immediate effect of these practices has been the shrinkage of 
TMC flagged fleets and a marked decline in the number of national seafarers from 
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TMCs, particularly officers. Unlike floating assets, which can be re flagged promptly, 
the detrimental effects on manpower are long-lasting due to the long lead-times 
involved in training and the loss of maritime tradition among the affected countries. A 
general systems view of the maritime industry, as given in figure 1 (a), reveals three 
basic subsystems; the 'software', that is, the supply-chain manpower, the "hard-ware', 
that is, ships and ancillaries, and the supportive maritime infrastructure, that is, 
services, professional bodies, etc., all contained within a regulatory framework. The 
supply chain manpower subsystem is in turn composed of sea-going and shore- based 
personnel. The segment of interest for this paper being the officer supply chain. This 
substructure, shown in figure 1(b), is composed of a number of subsystems 
comprising recruitment, education and training, sea-going employment and exit from 
the sea-going career. 
Fig 1(b) 
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1.4 Career paths in the Merchant Marine 
Traditionally, the career path in the merchant marine has been de need by a 
hierarchical structure, a rigorous departmental shipboard division, and a narrow-based 
education delivering professional skills not usable anywhere else but at sea or in the 
maritime related sector ashore. According to Hill [19], the great majority of those 
entering the merchant marine in the 1960s, particularly in the deck department, had a 
profession that was of little use elsewhere other than on ships. Employment 
opportunities for such seafarers in the shore-based maritime sector were thus few and 
those available were easily lolled. Consequently, for most seafarers coming ashore 
meant leaving maritime-related employment altogether. As many seafarers chose this 
option, there was a high rate of turnover and a predominance of young seafarers. 
There is clearly only one supply of manpower, the pool of certificated officers, for 
both sea-going and shore-based maritime jobs. Under present conditions of 
recruitment and wastage in most TMCs, this unique supply is clearly insufficient to 
meet the demands of the sea-going and shore-based sector of the maritime industry in 
such countries 
The added problem is that a seafaring career has a number of 'negatives' that the 
industry has to find ways of addressing. If not, then any progress made in terms of 
remuneration, recruitment and training could flounder if appropriately qualified 
personnel cannot be retained. Indeed, higher pay levels - in themselves - might add to 
the retention problem. This will depend on the seafarers' nationalities but in countries 
where seafarer income is above the comparative earnings levels in the domestic 
economy seafaring is financially attractive. However, if seafarer earnings continue to 
increase at a significantly greater rate than domestic earnings (always allowing for 
distortions due to US dollar parities) then those going to sea might feel that can earn 
enough to meet their long tenn needs earlier and so look to retire/come ashore at a 
younger age. Interestingly, in a recent survey of seagoing personnel carried out by 
Shiptalk Recruitment, pay was not the most popular reason for going to sea. As can 
be seen below, the most quoted reason was that seafarers actually wanted a career at 
sea (22.4%), followed by a desire to see the world (18.4%) and then the related 
financial issues (16.0%)) and better income than at home (15.8%)). Perhaps the most 
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curious of these is the second ranked, to see the world. Hopefully, this is not a sign of 
an unduly romantic notion of seafaring. If it is, there is a risk of disillusionment. It 
has always been the case that seagoing tours of duty can be seen as a 'negative' in 
terms of "family life' and a number of other social contexts. Nationalities and 
backgrounds place greater store on this than others. It may be an issue when seeking 
to secure personnel from some supply sources. Resolving 'quality of life' issues 
appears to be a growing problem 
Furthermore, there is an increasing trend to include an academic base for maritime 
shore based careers as part o the college-based education received by merchant 
marine officers. To this end, many maritime education and training establishments 
around the world are currently offering seafaring education programmes combined 
either with a maritime-related degree, such as BSc in Marine Technology, or 
awarding credits recognized by higher education institutions towards the completion 
of a professional degree. This maritime holistic education will necessarily improve 
the career prospects of officers within the industry ashore. 
Figure shows the career path for officers [22] in the merchant marine; it is particularly 
descriptive of Western TMCs, possessing a strong maritime infrastructure where 
there are wider employment opportunities in the shore-based maritime industry. The 
diagram suggests that the highest rate of turnover from the sea-going pool to non-
maritime employment is among the short-term (main turnover) and medium-term 
stayers. Long-term stayers leave the industry mainly for age and medical reasons. As 
for the sector migration from sea-going to shore-based jobs, where seafaring 
experience and qualifications are required, medium-term stayers in a lower 
proportion, and long-term stayers in a higher proportion, are most likely to be 
employed on shore-based positions within the maritime industry. There is clearly only 
one supply of manpower, the pool of certificated officers, for both sea-going and 
shore-based maritime jobs. Under present conditions of recruitment and wastage in 
most TMCs, this unique supply is clearly insufficient to meet the demands of the sea-
going and shore-based sector of the maritime industry in such countries. 
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1.6 Global manpower -supply and demand 
"The series of BIMCO/ISF five yearly Manning Updates have contained a continuing 
central theme -there is a looming officer shortage. The shipping industry, however, 
has done little about this, other than question statistics, express scepticism and 
building lots more new ships!" 
The above is a quotation from last year's Drewry Annual Manning report - this poses 
the question, has anything changed on the manning front over the past twelve 
months? Some might say yes, scepticism has given way to panic. However, on the 
positive side, there are some signs of greater attention being given to increased 
recruitment including some evidence of greater officer cadet numbers being available 
today, supported by higher cadet intakes, than three years ago. However, on the 
negative side, fleet building orders have continued unabated, resulting in increased 
demand for officers to man the additional vessels joining the global trading fleet. 
Overall, therefore, the fundamental equation remains unaltered, more ships requiring 
more people. 
In summary, thus, the following is noted: 
-* At 2005, the BIMCO/ISF Manpower Update showed a world fleet of 48,505 
vessels, which resulted in a demand for 476,000 officers and 586,000 ratings. At the 
same time, the supply of seafarers was 466,000 officers and 721,000 ratings. 
—• At 2008, and based on PAL/Drewry research, there is a current fleet of 53,312 
vessels, which requires a demand of 533,000 officers. PAL's calculations show there 
is an estimated global availability of 499,000 officers. 
-^ The fleet is projected to grow to 62,554 vessels by 2012, and this will require an 
extra inflow of 97,000 officers for the additional 9,232 vessels. As has been the case 
since the first BIMCO/ISF Manpower Update in 1990, the availability of ratings has 
always exceeded demand. 
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Informed Consent 
Introduction 
You are invited to talce part in a research study to explore the perceptions of the HR 
professionals in Shipping Multinational Corporations about the concept, practice, use, 
belief, philosophy etc and future of the HRD in shipping companies. Before you 
decide to be a part of this study, you need to be aware of the risks and benefits. This 
consent form provides all relevant information about the research study. I will be 
available to answer your further questions and provide further explanations, if you 
agree to take part in the research study in which case you will be asked to sign this 
consent form. This process is known as informed consent. Your decision to take part 
in the study is completely voluntary. You are absolutely free to choose whether you 
wish to take part in the study or not. 
Purpose 
The purpose of this study is to explore study and list out the perceptions of HR 
scholars and practitioners pertaining to HRD practices in shipping companies. 
Procedure 
This project involves the administration of the questionnaire to the HR managers and 
practitioners regarding the HRD practices in shipping companies. If you agree to be 
in this study, I would request that you participate in this study which would take 
about half an hour of your time. The questionnaire, in English, can be also translated 
into the local language according to the preferences of the person being interviewed. 
Without the participant's permission, the content of the interviews and the responses 
will be kept completely confidential. The questionnaire will ask about your 
demographic background at the outset. The objective of this questionnaire is to secure 
primary information from HR professionals willing to participate in this project. 
No Increased Risk 
The procedures which you will be required to fulfill, through thesis questionnaire will 
have no more risk or harm than what you would experience in everyday life, 
otherv/ise. 
Costs and Compensation Benefits 
Neither, there would be any costs or compensations involved if you were not to 
participate in this research project, nor there would be any anticipated direct personal 
benefits. 
Right to withdraw from the Study 
Taking part in this research study project is completely voluntary. At any time during 
your participation, you are completely free to withdraw from it at any time. 
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Privacy of Research Records 
The information obtained from the interview will be held strictest in the confidence, 
and you will not be identified at all in the final research report. Transcriptions and 
notes will be locked in a file cabinet accessible only to the principal researcher. Only 
individuals acting on behalf of the university may review your information. If that 
happens, we will give them copies of your records that are only related to the study. 
These copies, in turn, will not have any information that can link you to the study. 
Except for these groups, your records will be kept private unless you permit their 
release or if the records are asked for to fulfill a legal obligation. Your records will be 
used for research purposes only. At the end of the study, the records will be 
completely destroyed. 
SIGNATURES 
If the above is agreeable to you and you would wish to participate in the study then 
you are requested to please sign on this consent form, which would indicate that you 
agree to the contents of this informed consent form, and you understand what is 
involved, and you agree to take part voluntarily in this study. One copy of the legal 
form would be given to you for your records. 
Participant (Print Name) 
Signature 
Date 
RESEARCHER STATEMENT 
I certify that the research study has been explained to the above individual by me or 
my research staff including the purpose, the procedures, the possible risks and the 
potential benefits associated with participation in this research study. Any questions 
raised have been answered to the Individual's satisfaction. 
Investigator (Print or type name) 
Signature 
Date 
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Human Resource Development Practices Survey 
Adapted from Von Glinow et al. (2002) and Erwee & Innes (1998) 
This questionnaire is developed to study the HRD practices in Shipping Multinational 
Corporations in conjunction with a doctoral research at the Aligarh Muslim 
University, The main objective is to establish a clear understanding of the HRD 
practices as well as concepts and the perceptions of these practices and concepts by 
managers and staff in your company. We request you sincerely to complete this 
questionnaire at the soonest and return to the address shippingresearch@gmail,com. 
In keeping with the protocol as well the requirement of an unbiased evaluation, we 
are obliged to keep your responses strictly confidential and completely anonymous 
and also confirm that we would duly acknowledge your contribution in the 
completion of this research. Please answer all the questions by writing the applicable 
score against the applicable one (Marked in colour for easy identification) 
Thank you very much for your efforts and for participating in this exercise. 
Part A - Demographics 
Response area and 
the applicable score 
matrix 
Organisation 
Total Work Exp 
Total exp with the 
present employer-
number of years 
Age 
Type of 
Employment 
Number of changes 
1 
Govt 
Low(lessthan 10 
years) 
less than 5 years 
Young(Less than 
30 years) 
Contractual 
first one | 
2 
Medium(10-
20 years) 
5-10 years 
Middle(30-
45 years) 
L-j^fciJ 
3 
MNC 
High(More 
than 20 
years) 
more than 10 
years 
Elderly(More 
than 45 
years) 
Hybrid 
more than 2 
Response 
Section 
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Part B -Research Study Questionnaire 
Please read the statements and write your most appropriate choice i.e. if agree write 
4, if disagree write 2, etc.by inserting the following keysin the response section 
against each question. 
5- Strongly Agree (SA) 4- Agree (A) 3- Neither Agree nor Disagree (NA^fD) 2-
Dlsagree (DA) and 1 - Strongly Disagree (SDA) 
QUESTIONS 
1. Career system 
1. Manpower requirements of each department 
are identified well in advance 
2. Retirements and vacancies form a part of 
manpower planning 
[SA 
i 
i 
A NANDDASDA 
i i 
: 1 
3. Departments send manpower requirements in 
advance to the personnel/HR department 
4. Wide spread Use of Human Resource 
Information System 
5. Involvement of Line Managers in HR planning! 
6. Potential of the employees is assessed far higher 
level responsibilities in terms of key 
competencies 
7. Employees are encouraged to demonstrate 
diverse competencies by given an opportunity 
to perform a range of tasks 
2. Recruitment and Selection 
8. Valid and standardized tests are used for 
selection 
9. Line Managers are trained on interviewing and 
other selection techniques 
3. Career Planning 
10. Career Paths are laid down for employees 
11. Employees are made aware of career 
opportunities/ limitations in the company 
12. Seniors provide career related information and 
advice 
13. Potential of employees is assessed for higher 
level in terms of key competencies 
1 . ^ ~" 
i i 
i 
\ 
1 i 1 
I 
1 
1 
r ! 
Response 
section 
i 
; i 
[— 
i 
i 
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-4. Potential Appraisal and Promotion 
14. Promotion policies are known and widely shared 
with employees 
15. Job rotation is done to help people understand 
and develop their potential in new areas 
16. Employees grasp what is expected of him with 
the help of the executive appraisal system. 
5. Role Analysis 
17. Key performance areas are identified for each 
employee every year 
18. Company strategies are shared with employees 
for better planning 
19. Goal Setting exercises help employees stretch 
their capabilities to the maximum 
6. Performance Appraisal & Management System 
20. The PMS helps the appraisee and the appraiser 
to have a common understanding Of the factor 
affecting the performance of the appraise 
21. PMS provides scope to correct biases through a 
review process 
22. New Recruits find induction very useful 
7. Learning Systems 
23. Training Function emphasizes the importance of i 
development of managerial competencies | 
24. Employees participate in determining training 
needs 
25. Training needs are identified basis a careful 
examination of the development needs 
26. Line managers provide the right climate to 
implement new ideas and methods 
27. There is a well designed and shared training 
policy here 
28. Providing service orientation to managers 
8. Competency Mapping 
29. Competency mapping is well implemented here 
30. Competency mapping helps in recruitment 
selection PMS Leadership and employee 
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development. 
9. 360 Degree Feedback 
31. 360 deg feedback is well administered and 
implemented 
32. Employees have been adequately communicated 
to and prepared for participation in 360 deg 
feedback 
10. To make HRD climate analysis of shipping 
MNC's 
33. Conducting employee attitude survey 
34. Top Management goes out of it's way to make 
sure that the employees enjoy their work 
35. Development of subordinates is seen as an 
important part of their job by seniors and the top 
management 
36. Frequency of people problem is high in shipping 
industry (Turnover absenteeism grievance 
personal conflict and training) 
37. Training is taken seriously and learning is j 
implemented j 
11. Organizational Values j 
38. Trust 
39. Authenticity 
40. Collaborative and team work 
41. Creativity 
42. Taking Initiative 
1 
[ 
1 1 i [ 
1 1 i 
43. Freedom to achieve results 1 ; I 
12. Reward and Recognition 
44. Objectivity in rewards is ensured 
45. Rewards have a motivating effect 
46. Type and amount of reward given is adequate 
,13. Communication 
47. Top down communication helps employees to 
know the thinking on top 
^ 48. Horizontal Communication across various 
departments and units 
49. Informal channels like rumors are not powerful 
and employees get all information in advance 
with no scope for rumors 
50. Employees at all levels have the opportunity to 
meet top management 
i : 
; 
1 
1 
I ! 
1 \ 
I 1 i 
; 
1 
• 
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51. Senior executives and top management are 
aware of problems and difficulties of juniors and 
other employees 
14. Empowerment 
52. Employee participation in decision mailing is 
ensured 
53. Delegation of authority and responsibility from 
seniors to their juniors is practiced 
is. HRD Function 
54. Top management gives significance to the HRD 
function 
55. HRD department is adequately staffed 
56. HRD activities help to build an organizational 
culture 
16. Compensation practices 
57. Paying competitive salaries 
58. Pay for performance 
17. Facilitating workforce diversity 
59. Work Life Balance in view of the cultural 
interface is adequately ensured 
60. Gender Equality and Opportunity 
18. Lead with development and adoption of new 
HR practices 
Innovative Recruitment Practices: ve j\.ecruumeni r radices; 
61. Most of the persons recruited for supervisory 
and managerial levels are those with 
professional training ""'^  «.^ fi>.r.;^ „oi 
qualification like MBAs 
62. In this organization there is formal induction 
orientation and familiarization process 
designed to help the new managerial recruits 
understand the organization 
Innovative Retraining-Redeployment Practices: 
63. Personnel returning from training are 
encouraged to us what they have learnt in their 
training program 
64. Selection to special project teams motivates 
personnel in our organization to learn more 
Innovative Performance Appraisal Practices: 
165. Managerial personnel are allowed to challenge 
or appeal appraisal decisions made by superiors 
66. Personnel department has provided to all staff a 
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clear explanation of the policy and how it is 
implemented 
67. Ranking/grading in performance appraisal 
directly relates to performance at work 
Innovative Compensation and Reward Practices: 
68. Usually in this organization there is a provision 
to work for flexible hours 
. ! 
r I 
1 
1 i 
1 \ 
69. This organization provides a clear explanation of 
remuneration policy and how it is to be 
implemented 1 
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